Occupational choice and values by Kantas, Artistotelis
OCCUPATIONAL CHOICE AND VALUES
by
Aristotelis Kantas
PH.D Thesis - University o-f Edinburgh 1985
DECLARATION
This thesis was composed completely by myself and it includes
solely material collected by myself.
Aristotelis Kantas
ACKNOWLEDGEMENTS
I would like to thank my academic supervisor Mr. David
Nelson, senior lecturer in the Department of Psychology of the
University of Edinburgh for his patient guidance in my
transition to a totally new way of thinking and scientific
investigation.
The staff and postgraduate students in the Department of
Psychology of the University of Edinburgh provided the academic
environment in which one could always seek encouragement and
assistance.
The Edinburgh Regional Computing Center provided unlimited
support and resources to a novice in computing. I would like to
thank the staff and the advisors for their assistance.
Ms Alexandra Hantzi of the University of Oxford offered both
personal and scientific support. Her help in the content
analysis of the responses of the Greek pupils and in their
c1 assification was invaluable.
Last, but not least, I would like to thank the Greek State
Scholarships Foundation (IKY) for the financial support offered
for my postgraduate study.
ABSTRACT
It is suggested that psychological and sociological
approaches to occupational choice can be linked together by
employment of three concepts: work salience, values and
motivation. Employing Vroom's (1964) cognitive model of
motivation occupational choice was examined as a value
attainment process.
The subjects were 225 male pupils of two different school
complexes in Athens, Greece. They were asked to respond to a
work salience questionnaire and to rank order a set of Life
Values and a set of Work Values. Modified versions of the
Rokeach Value Survey (1973) and of Super's Work Values Inventory
(1969) were employed. The pupils were also required to ask their
parents to rank order the two sets of values. A random subsample
of 70 pupils had interviews with the investigator in which
responses to a motivational measure were obtained as well as
responses concerning their perceptions of the meaning of work
under different circumstances and conditions. Responses to the
interview questions were classified into categories similar to
the value items examined by the other measures and the two
different measures were compared.
Analysis of the value systems of the pupils and their
parents, within and across schools, showed an overall similarity
and some significant differences between pupils, parents, and
schools. Some of these differences were attributed to
socioeconomic differences existing in the sample. A factor
analysis of the salience measure failed to give psychometrically
valid categorizations but it gave some indications for the
existence of three different attitudinal categories in the
sample.
Analysis involving the motivational model gave support to the
hypothesis that occupational choice can be viewed as a value
attainment process, an indication that was further supported by
the responses to the open ended questions to the interview.
There was evidence that the value hierarchies of people serve as
motivators when a choice situation is involved. There were also
some indications in the responses obtained that top and bottom
values in the hierarchy are the best predictors of action. A
model describing occupational choice as a value attainment
process is also presented.
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Occupational choice and young people's entry into the world
of work have been the objects of extensive research and theori-
zation for almost eighty years. The highly specialized division
of labour, a prominent characteristic of this century, the high
rates of social mobility that accompanied the rapid industriali¬
zation, and the differential allocation of status, income, and
privileges have forced social scientists from diverse disci¬
plines to examine entry into work from two main viewpoints: the
individual making a choice, and the society planning its economy
and recruiting the required manpower. Thus, psychologists,
sociologists, economists, and other social scientists have made
joint or independent efforts to examine how the transition into
work is effected.
It should have been expected though, that a certain amount of
confusion would creep into the different formulations, because
of the fragmented nature of the different disciplines, each one
employing its own concepts, instruments, terminology, and
fundamental principles. As a result, intensive research and
speculation have not brought us much nearer to understanding how
choice comes to be made, or how societal needs and the dictates
of the economy come to be implemented in individual actions,
when occupational choice is considered.
This writer's interest in occupational choice came as a
result of a long career as a secondary education teacher in
Greece. At first he witnessed a transition: he saw all of a
sudden the seemingly normal flow of students into secondary
education, and then into university that existed in the early
1960s in his home country, take dramatic rates in a few years'
time. This could not be explained by the growth of the
population alone. Suddenly, more people wanted to study, more
parents were prepared to spend, sometimes more than they could
afford, in order to offer their children what they considered
appropriate education. At that point it was mainly a matter of
choosing a course of action that would eventually lead to a
desired career. Then, new phenomena appeared: people were not
the only ones that chose, employers and educational institutions
also chose. A competitive situation arose, in some professions
unemployment started appearing, in some jobs the formerly
required qualifications were no longer adequate. Vet, young
people and parents, at least those with whom the writer came
into contact, were not deterred; traditional pursuits were still
pursued in a breath-taking race. The only change was that people
started speculating, not always in terms of the content of the
aspired occupations, but mainly in terms of the professional
level. A question was raised in this writer's mind: What are
young people actually choosing, something to suit their needs
and interests or something to suit, preserve, or change their
social position?
When the situation became alarming, i.e. more and more high
school leavers were aiming for the same higher education
courses, the Greek state decided to intervene by introducing
careers guidance into secondary schools. The writer was awarded
one of the grants created for this purpose.
A newcomer to this field, the writer, while designing his
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research, went through the same stages that occupational choice
theory and research had gone. His previous experience though,
had provided him with a set of questions for which he was
seeking some answers: Why are young people sometimes more
interested in the educational and social level of what they are
pursuing than in the actual content? What determines their
strong motivation towards certain alternatives? Why are they
prepared to compromise? Why are they sometimes prepared to grasp
any opportunity connected with certain outcomes that do not bear
directly on what they usually report as their interests?
Admittedly, these and a host of other questions, originated
from a specific culture, and a specific social and cultural
milieu within that culture, thus biasing the investigator ' s
thoughts towards some and not all of the main problems
associated with occupational choice, and perhaps towards some of
the existing approaches to the problem, as opposed to others.
In the chapters that follow, we shall first examine some of
the factors that have usually been connected with occupational
choice, then we shall proceed to an examination of the main
theories on occupational choice, trying to concentrate on the
ones most widely accepted. Finally, we shall present how this
writer's thought concentrated on three main issues, which he
employed in conducting his empirical study with a sample from
the population that provided him with the stimulus to start this
project.
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PART It REVIEW OF THE RELEVANT LITERATURE.
1. Definition of Terms.
It would be useful at the outset to clarify some of the terms
and concepts usually employed in occupational research.
Work in a monetized society, according to Moore (1969)
constitutes an activity that is financially remunerated, either
directly or through the sale of goods. Super (1978) points to
some of the ambiguity usually connected with the term: Of the
thirty five sources surveyed, four view work as primarily
productive employment, fourteen as a social role which provides
livelihood and structures life, three as synonymous with job,
eleven use but do not define it, and three make no use of the
term" (p. 158). He then proposes the following definition:
Hork: the systematic pursuit of an objective valued by
oneseIf (even if only for survival) and desired by others;
directed and consecutive, it requires the expenditure of effort.
It may be compensated (paid work) or uncompensated (volunteer
work or an avocation). The objective may be intrinsic enjoyment
of the work ite If, the structure given to life by the work role,
the economic support which wor k makes possible, or the life
style and type of leisure which it facilitates"(p.168).
Other definitions that Super provides in the same paper are:
Job: A group of similar, paid, positions requiring some
similar attributes in a single organization. Jobs are task-,
outcome-, and organization centred.
Occupation: A group of similar jobs found in various organiza-
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tions. Occupations are task-, economy-, and society - oriented.
Career: The sequence o-f major positions occupied by a person
throughout his pre-occupational , occupational, and post-occupa¬
tional 1 i -f e; includes work-related roles such as those o-f
student, employee, and pensioner, together with complementary
avocational, familial and civic roles. A career exists only as a
person pursues it; careers are person-centred.
A different kind of incongruence appears in the literature.
It has to do with the use of the two derivative adjectives:
occupational and vocational. "Vocation" is usually conceived of
as a concept having more psychological content, as opposed to
"occupation". Crites (1969) indicates that "occupational"
designates stimulus variables, whereas "vocational" response
variables. It is our belief though, that some additional
considerations should be borne in mind: Vocational is almost
totally absent from sociological literature (understandably so
if it is so ego - involving). Besides, it seems that the term
"occupational" tends to appear more often in British literature
on relevant subjects, both in the fields of psychology and
sociology, than in American literature. There is also a tendency
for these two terms to be used interchangeably, particularly
with reference to choice. Zytowski (1970b) for example, in one
page (p.15) uses the term "vocational choice" three times and
the term "occupational choice" four times, interchangeably.
The term "occupational" will be used in this thesis, with the
exception of quotations or citings, as it can meet the
connotative requirements of psychology and sociology. "Career"
development and "occupational" development will be used
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synonymously: "...Each refers to the lifelong process of
developing Nork values, crystallizing a vocational identity,
learning about opportun it ies, and trying out plans in part-t i ae,
re ere at ional, and full-tine wor k situat i ons" (Tolbert, 1980.p.
31) .
7
2. Factors Influencing Occupational Choice
Many different factors have been assumed, or found, to in¬
fluence or determine occupational choice to a greater or a
lesser extent. For a long time, occupational choice was
considered a matter of an ideal match between the individual's
characteristics and those of the occupation. The psychology of
occupational choice has been for a long time differential in its
approach.
Only after the first developmental theories appeared, was
there a shift from the psychology of individual differences to a
50cia 1-deve1opmenta 1 approach that started taking into account
concepts such as socialization, and factors such as social
structure and family . In this respect, it must be pointed out
that the British contribution had a very important role to play.
Before we proceed to an examination of the main theories of
occupational choice, we shall examine some of the main factors
that have been assumed to influence or determine occupational
choice. Many of these constitute basic parts of sociological or
psychological theories, but here they will be examined in
isolation, because it is believed that in this way their
particular role in the occupational choice process will become
clearer. Both sociological and psychological research and theory
will be considered. We shall not adhere strictly to occupational
choice viewed as job entry but, where necessary, we shall refer
to the closely related subjects of educational choice, manpower
recruitment, and employment. The latter are key - concepts in
8
present day sociological inquiry into the subject.
2.1 Aptitudes-Abilities
Abilities tend to -fall into two major types: the verbal-
educational (v: e d factor) and the spatial- perceptual- practical
(k:m factor), as British factor - analytic research has shown
(Burt, Vernon). Whereas "ability" refers to a current level of
achievement, "aptitude" denotes a basic innate capacity, or
special ability above the general level (e.g. music, drawing)
and has a predictive reference. Sometimes, though, the terms are
used interchangeably. They have both been used extensively in an
effort to find an ideal match between abilities and jobs for the
purpose of placement or career guidance.
There seems to be some divergence between British and
American evidence concerning the relationship between aptitudes
and jobs. The General Aptitude Test Battery (GATB) and the
Differential Aptitude Test (DAT) seem to have yielded in the US
suitable aptitude profiles with their relevant norms. Both
batteries employ eight tests and they have been used extensively
in career guidance (Cronbach, 1970). Their predictive validity,
though, seems to be rather low.
In Britain the picture appears somewhat different. Vernon
(1953; 1960; 1961) having worked with a more varied sample
(British servicemen during the war) is rather doubtful whether
vocational guidance can ever be reduced to the application of a
battery of tests for measuring all the main ability factors, and
expecting an individual's pattern of factor scores to tell us
9
what job he is suited to. According to Vernon and Parry (1949),
ability tests can give some useful indication of vocational
suitability in the less specialized jobs, where manual skills
are involved or where personality qualities are of greater
importance than intellectual skills (e.g. business or teaching).
Differentiation of persons in abilities must be seen as a
multipotentiality and not as a unique outlet for occupational
orientations. Abilities may prescribe the limits within which
one may be expected to perform, but it is doubtful that many
choices are based on this factor alone (Herr, 1970, p. 43).
2.2 Interests
Interests have been defined as the activities and objects
through which people seek their objectives (values) (Super and
Bohn, 1971). Zytowski (1970b) gives a more idiosyncratic
definition of interests: a relationship between persons and
objects or activities expressed by the terms like, indifferent,
and dislike, or preferred and not preferred (p.51).
There is strong evidence that occupational membership and its
stability can be predicted from inventoried interests (Strong,
1955; Cronbach, 1970; Nelson, 1968), although it has recently
been contended that expressed interests can be very reliable
predictors, too (Bargen, 1978). Yet, as most interest
inventories relate groups of interests to groups or clusters of
occupations of essentially different nature, as far as the
status and specific context are concerned, we cannot hope that
occupational choice can be predicted or determined by interests
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alone. It may be that interest inventories are of real utility
•for only a limited number of persons, those who can have access
to a variety of occupations or want to maximize their future
occupational satisfaction (Zytowski, 1973) and to whom the
content of work is salient.
2.3 Sex
The role of sex in occupational choice has not been exa¬
mined extensively, probably because it has been taken for
granted that the differences between the two sexes are more than
biological. Besides, women entered the labour force only
relatively recently, in the sense that they could pursue careers
similar to the ones of men.
Characteristic of the restrictions of an earlier social
structure upon women's occupational choices are Psathas' (1962)
conclusions derived from a study of female nurses in the US.
According to Psathas, although many different factors are
related to work orientations and occupational decisions in
women, their effect is mediated by the sex role: "Anon g first
order relationships between sex role and occupational entry are
the i n t en tion to mar ry, tine of marriage, reasons for marriage,
and husband' s economic situation and attitude toward his wife's
working "(p.257). In the important period after leaving school,
according to Psathas, the major consideration on the part of the
girl and her parents is the acquisition of skills and qualities
which will make the girl more "marketable" in marriage terms. In
this way, marriage considerations modify educational and
occupational choices. Prospects for having children, and the
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timing of births are also sometimes influential factors.
Ultimately, the whole subject is a matter of socialization of
the girl and transmission of parental values.
Psathas' suggestions could be taken as indications of what
was happening a quarter of a century earlier, and one could
argue that things have recently changed drastically. Yet, recent
research suggests that, although many formerly typical masculine
occupations are now taken up by women and consequently women's
attitudes and considerations have changed, the situation does
not yet allow obliteration of the variable "sex" in considering
occupational choice.
Thus, Super and Bohn (1971) suggest that women's career
patterns could be characterized as interrupted or doub1e -
track careers, as the conventional career for women is that of
working and then devoting full time to homemaking, while the
interrupted pattern of working, home- making, and working again,
is increasingly common. Watson (1980) points out that, although
a female labour force has grown up, the cultural image of female
work as part of a secondary role has tended to keep women within
a secondary labour market, which is characterized by inferior
conditions, pay levels, opportunities for advancement and less
fair treatment at work, compared to the primary sector, which
mainly recruits privileged minorities in terms of qualifications
and even sex or race. As Gibb (1983) reports, in 1977 about one
third of all girl school leavers without GCE A levels who went
on to further education, went straight to secretarial training,
as opposed to considerably fewer boys without GCE qualifications
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who chose to study on -full - time secretarial courses, and she
adds: "secretarial nor k therefore exemplifies the sexual
d ivis ion of labour and this is reflected in the gender
specificity of students' training programmes" (p.182).
Recent research in Britain (Fogelman, 1979) based on a large
sample of over 10,000 boys and girls, part of a longitudinal
study of children born in the week: 3-9 March 1958, has come to
corroborate such speculations. Whereas 10.3 percent of the boys
named an occupation in the broad category "professions" as a
likely job and 91.57. of those who named it as a likely job also
named it as an "aspired job", the corresponding percentages for
girls were 2.4 and 91.5. Of the boys 20.27. named engineering as
"likely" job, and 86.67. of these as "aspiring", while the
corresponding figures for girls were 0.2 and 83.37. respectively.
On the other hand, "caring", "shopworker", and "clerical" jobs
were named as "likely" significantly more often by girls (12.87.,
14.27., and 30.47. of the girls, as opposed to 0.47. , 2.87,, and
3.77. of the boys). In the same study, the dominant aspect of
jobs for boys appeared to be "good pay", whilst for girls "the
opportunity of helping others" and "variety". "Pay" took a much
lower place in girls' priorities.
It seems that sex plays a very important part in the
occupational choice process, not only because there are
culturally developed stereotypes in both sexes, as far as work
is concerned, but also because the practices of both governments
and employers seem to be subject to the influence of sex dis¬
criminating stereotypes (Osipow, 1976; Garbin and Stover, 1980).
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2.4 School
Morrison and Mclntyre (1971) suggest that we can distin¬
guish three major ways in which educational experience may be
related to occupational decision-making:
1.The influence of school subjects on forming occupational
preferences.
2.Educational decisions may limit the range of occupations which
one is qualified to enter.
3.Occupational information and/or counselling received at school
may influence both the process of making a decision and the
occupation decided upon.
Maizels (1970) suggests that differences in occupational
preferences appear to be strongly related to educational per¬
formance. She found that ambitions were modified by academic
limitations to a greater extent than one could attribute to
social background. Having worked with a British sample, before
the introduction of comprehensive schools, she also emphasized
the influence of streaming on occupational choice. Ashton (1975)
also found that streaming, where it exists, denies young people
the opportunity to develop their cognitive and manipulative
skills. They are committed, by their education to special kinds
of work.
In general, it seems that the educational system can some¬
times be biased for or against children of different social
origins. "Modern" or similar types of school, when they existed
in Britain, used to have a higher than average proportion of
children from blue-collar families (Cox, 1976). But the oppo-
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site seems also to be true: selective schools, like grammar
schools in the recent past, although of heterogeneous intake in
terms of social origins, appeared to be much more homogeneous in
the educational destinations that they provided for their
pupils, as the results of the Oxford mobility study indicated
(Heath and Ridge, 1983). The same group of researchers conclude
that it is the material and the cultural background of the
family which largely determines choice of school (Halsey, Heath,
and Ridge, 1980). The Cambridge group (Stewart et al., 1980)
find increased advantages when higher class background is
combined with higher type of school. Middle class children tend
to stay longer in formal education (Douglas, 1968) and to show
higher attainment (Douglas, 1968; Rutter, 1979). Recent evidence
shows that social class membership and not culture or IQ seem to
be the main determinants of educational career (Halsey et al.,
1980 ). In conclusion, we can say that the extent of the
influence of the school on the educational and occupational
career of the young people cannot be easily distinguished from
the influence of the social and home background.
2.5 Home
The home environment can influence children's occupational
choices, either in the form of direct intervention, or more
frequently, in the form of the transmission of parental values
and attitudes. This influence is reflected in the similarities
in occupational membership, between parents and children.
Cultural and subcultural norms, as well as local or national
economic or opportunity structures, can also be the causes of
such similarities.
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Carter (1966) saw entry into work as a result, to a large
extent, of the influences of the home environment. He proposed
the following types of home and social environment, indicating
the relative influence of each one on children's attitudes and
aspirations:
a)The home-centred, aspiring type of home environment, which




c)Rough, deprived and under-privileged.
These types of home are characterized by particular atti¬
tudes towards children's (sons' mainly) occupational choices. We
shall refer to Carter's types of home environment in somewhat
more detail because, if they seem to be outdated in present day
Britain, we think that some of the evidence from our study shows
that similar phenomena may still exist in other cultures. In the
"home-centred" type some parents take the view that occupational
decision-making rests with them. Others, again, decide on what
they believe to be a sensible occupation and then, by hint or
persuasion, try to transmit their beliefs to their children. The
most common attitude, with this type of family, is the parental
insistence that certain criteria are met in the son's
occupational choice.
In the "solid working - class" type of home, the kind of home
life usually does not allow the children much scope for choice,
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except for "run of the mill" jobs, similar to the ones their
fathers, brothers and sisters, and friends have. In general,
"the particular sort of work is not thought by nost parents to
be of great importance " (1966 , p. 54).
In the "rough" type of home, parents take little or no
interest in the type of work that their children take, provided
they accept the view that the wage is the most important thing.
"These children are ready - made for the 'dead - end' jobs" (p.
59).
Carter sees entry into work as a kind of indoctrination which
is effected by the continuous contact of the children with the
father's job, its nature, its wages etc., and through talks
about work, wages, working hours, and visits to the place of
work. Thus, the range of occupations with which the child has
contact is restricted, with the result that his range of choice
is also seriously limited.
There is strong empirical evidence that young people seek
jobs identical or similar to the ones of their fathers. Douglas
(1968) found that only 13 percent of the boys and 9 percent of
the girls of his national sample wished to take up work in a
group of jobs (from the broad categories of professional ,
non-manual, and manual) different from that hoped by their
parents.
According to Argyle (1972), children have been found to
choose the same occupation as their fathers, more than could be
expected by chance and, if they do not enter the same
17-
occupation, they are likely to enter one with similar values or
pattern of activity. Similar views have been presented by Super
(1957), Ashton and Field (1976). Morrison and Mclntyre (1971)
suggest that occupational inheritance is observed more often in
families which have made capital investments, or in isolated and
specialized communities (farming, mining etc.).
Sewell and Shah (1968), examining a large sample of American
high school seniors, found that parental encouragement, in
connection with socioeconomic status and intelligence, had a
very important influence on college plans of males and females.
Taylor (1979) in his survey of engineering students, found that
the sons of professional engineers, managers or industrial
executives, were more likely to have a "strong managerial"
orientation than the sons of technicians or skilled manual
workers, who correspondingly were more likely to have a "strong
technical" orientation. This finding reflects influences of
socioeconomic status, something that is also examined in their
survey. Finally, Goodale and Hall (1976), examining a sample of
437 American high school sophomores, found a relationship
between plans for college and the students' perceptions of their
parents' interest in their school work, and parental hopes that
their children will attend college, whereas perceived
involvement and pressure, representing active attempts by
parents to influence their child's school work and future goals,
had no direct relationship with the children's future plans.
Our view is that similarities in occupational membership
between parents and children can be attributed to three main
factors:
IS
a)Transmission, through socialization, o-f work and lite values,
norms, roles, and attitudes (Inkeles, 1969; Moore, 1969;
Musgrave, 1967).
b)Local opportunity structure, exemplified with -farming,
fishing, and mining communities and areas, or with certain
factory and clerical jobs in certain areas.
c)Invested interests, in the case of family businesses, trades
of guild nature etc.
Evidence for the operation of all three factors was also
found in the study reported in this thesis.
2.6 Aspirations and Goals
Aspirations and goals are the end products of the influen¬
ces of the home, the school, and the social environment on the
one hand, and the individual's perceptions of his abilities,
aptitudes, and interests on the other. Moor (1976) distinguished
three levels of goals: aspiration, anticipation, and normative
expectation. The level of aspiration refers to a goal, or amount
of a goal a person feels is worth striving for, even though he
or she is unlikely to reach it. The level of anticipation refers
to a goal, or.amount of a goal, that represents what a person
believes he or she will in fact achieve. It is likely for it to
be lower and more realistic than the level of aspiration.
Normative expectation refers to goals individuals feel and
believe are normatively appropriate for their individual social
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standing, experiences, and present life stage.
The differential level of aspiration can be viewed, socio¬
logically, either in terms of a consensus functionalist ap¬
proach, or in terms of a conflict theory approach. In the former
case it is considered the result of subcultural socialization,
and talents and abilities are thought to determine occupational
choice, whereas in the latter case, aspirations constitute an
effort on the part of deprived adolescents to obtain what they
have been refused by the dominant classes (Baldcock, 1974).
There is considerable evidence in support of the existence of
class differences in aspirations. Thus, Kelsal (1972), working
with a British sample of university students, found that
students from working class homes tended to find higher
education in practical and vocationally oriented subjects, and
they were over-represented in science and technology faculties.
If we take this to be a true result of differential aspirations,
and not of selection, then we could possibly connect it with
Cox's (1976) view that, in the working class low expectations
and aspirations, with respect to intrinsic rewards, tend to
strengthen the individual's receptivity to the widely propagated
message that only extrinsic rewards of work are important. Thus,
over-representation of working class students in practical and
vocationally oriented subjects could be viewed as either the
result of educational selection or of the pursuit of extrinsic
rewards and of immediate gratification.
Similarly, Morrison and Mclntyre (1971) suggested that middle
classes tend to think of careers and to emphasize the
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intrinsic satisfaction gained from work, while working class
people tend to think of jobs, in which the best they can hope
for is security, respectability, and pleasant interpersonal
relationships. Congruent to this is Ashton's (1974; 1975; Ashton
and Field, 1976) distinction of career patterns into
"careerless" (lower working class), "short term" or "working
class" careers (upper working class and lower middle class), and
"middle class" or "extended" careers (upper middle, and upper
classes). This distinction, based on evidence collected mainly
in the Leicestershire area, is attributed to the acquisition of
different frames of reference and self- conceptions by dif¬
ferent groups in society, which serve to establish certain
orders of relevance and types of rewards, which can only be
realized in specific types of occupations.
Moreover, we have been reminded (Willis, 1977) that occupa¬
tional aspirations may be missing altogether, as was the case
with his sample of "disaffected" working class boys. For them
most manual and semi-skilled jobs were the same and he adds that
it is a very middle class construct to think of their entry into
work as a matter of particular job choice: "The 'lads' indif¬
ference to the particular form of w or k they enter, their
assumption of the inherent mean in glessness of w or k, no matter
Nhat kind of 'right attitude' they take to it, and their general
sense of the similarity of all nork as it faces them, is a form
of cultural penetration of their real conditions of existence as
members of class" <p. 136).
Summing up, we can say that aspirations and goals are to a
large extent influenced by the individual's immediate social
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environment and -frames of reference. In this respect
occupational choice could be seen as an individual act of
limited scope, since the boundaries within which an individual
can move are prescribed by social norms, which in turn reflect
economic and social structures. This can be true to a certain
extent, but one could argue that it cannot be totally true, as
inter- and intra- generational mobility trends have shown
(Lipset and Bendix, 1959; Blau and Duncan, 1967; cited in Heath,
1981), which of course are the result of the expanding economy
of industrial societies, an expansion that was accompanied by
increased recruitment to higher level occupations. But if one
takes a functionalist viewpoint, one could counter-argue that
this mobility was only a temporary trend in an expanding
industrial economy and that opposite trends have started making
their presence felt. Our own view is that beyond the consensus-
conflict sociological debate (or within each) the mechanisms of
both mobility and immobility in aspirations can be examined
within the broad theory of values, their acquisition and their
transmission, and such an approach will be the core of this
thesis. This view also covers all other aspects examined in this
section, with the possible exception of aptitudes and abilities,
but even the pursuit of actualization of certain aptitudes and
not others can be viewed within value theory.
In this chapter we presented a fragmented view of the
occupational choice process. We examined in isolation some of
the factors that may influence it or determine it. All these
factors have also been presented, in one way or another within
the framework of integrated theories of occupational choice,
which we are examining in the next chapter.
3. Theories of Occupational Choice and Career Development
3.1 Classification
Different classifications of occupational choice theories
have been suggested. Hilton (1962) referring to the occupational
decision-making process distinguishes five possible models: the
Attribute-Matching Model, the Need-Reduction Model, the Probable
Gain Model, the Soc i a 1-Structure Model, and the Complex-
Information - Processing Model. Osipow (1968) placed career
development theories under four categories: a) Trait - Factor
Approaches; b) Sociology and Career Choice; c) Self - Concept
Theory; and d) Personality Theories. Herr (1970) blends together
Hilton's and Osipow's classifications presenting the following
six categories: Trait - Factor or Actuarial, Economic, Social
Structure, Complex Information Processing, Need Theories, Self-
Concept Theories.
Some sociologists have proposed a dual c1assification: a) The
Individual - Ambition Model, which encompasses almost all
psychological theories, and b) the Opportunity - Structure
Model, which includes mainly sociological theories (Speakman,
1 976).
Crites (1969) employs three broad c1 assifications with
subdivisions: a) Nonpsychological Theories (Accident, Economic,
Cultural, and Sociologica1); b) Psychological Theories (Trait-
and-Factor, Psychodynamic - in which he includes Psychoanalytic,
Need, and Self Theories - Developmental Theories, and Decision
Theories); c) General Theories (Blau et al's Interdisciplinary
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Approach, and Holland's Typological Theory).
Super (1981) has recently presented a totally new taxonomy.

























Super's taxonomy is interesting in its effort to include much
new material that has been added to the occupational choice
literature in the past few years but his categorization could be
criticized in some respects: It adds confusion to an area that
has not had firm boundaries so far, it probably uses some
redundant categories, and more important, it makes a conceptual
simplification by classifying sociological theories under the
matching theories. The present writer believes that sociological
theories constituting a different disciplinary approach should
be examined separately, as has generally been done so far, not
to preserve traditional disciplinary separation, but in order to
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preserve basic theoretical and conceptual di f f erenti ati on
between related but different disciplines. In any case, we feel
that "matching" is not the suitable label for both structural
and socialization sociological approaches.
The main theories of occupational choice will be presented in
the following sections of this chapter. Theories will be
classified in two main categories: psychological and
sociological. In the sociological section some of the theories
presented could be described better as models dealing with
isolated aspects of the choice process, something that is also
true with some of the psycholog i ca 1 theories. This is not the
result of inadequate theorization on the subject on the part of
sociologists but a result of the conceptualization most commonly
adopted by sociologists: they would rather conceive of it as
recruitment or employment thus placing all the emphasis on the
institutional and structural aspect of the process, rather than
on the individual aspect.
Some of the theories will be presented in more detail than
others, while others will be very briefly described or simply
mentioned. This was done on the basis of two considerations: a)
How relevant is the theory to some of the approaches adopted for
the design of this research, and b) What impact the theory had
had after it was presented. The classification adopted here
originates from Tolbert (1980; with some modifications and
additions.
3.2 The Accident and Economic Theories of Occupational Choice.
The Accident theory has been described as the "St. Paul on
the road to Damascus" (Hopson and Hayes, 1968). It emphasizes
the role o-f chance occurrences in a person's life and how these
influence occupational decision-making. A favourite example is
Malinowski's transition from chemistry to anthropology after
reading Fraser's "Golden Bough". In most cases "chance" is taken
to mean an "unplanned" exposure to a powerful stimulus"
(Ginzberg et al.j 1951). As it has been observed though,
responding to such a stimulus is not something that happens by
chance, as different individuals have different perceptions of
the same stimulus and different responses (Hayes and Hopson,
1972) .
In economic theories "the assumption is made, based upon
Keynesian economic theory, that one chooses a career or an
occupational goal that will maximize his gain and minimize his
loss" (Herr, 1970 pp.70). Only laws of supply and demand
restrict the individual's freedom of choice.
The main precepts of these two theories have been
incorporated in decision making, motivational, and developmental
theories. The "chance" aspect has been included in the social
learning theory of occupational choice.
3.3 Trait and Factor Theories of Occupational Choice
The trait-and -factor approach originates from Parsons (1909)
and is based on the psychology of individual differences. It
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grew up -from the needs of career guidance practitioners who were
trying to match the individual's personal characteristics with
those required by the chosen or considered occupations. The
logic behind it is that individuals differ in their aptitudes,
interests, and personalities as occupations also differ in their
requirements, in terms of traits and factors. An ideal choice
would be the one that could match the individual's traits with
the requirements of an occupation.
This approach is typified in practice by matching the
interest and ability profile of the individual with the likes
and the dislikes of different occupational groups or with the
activity profiles of different jobs, and it seems to have
dominated the career guidance scene up to the early 1950s
(Hopson and Hayes, 1968; Hayes and Hopson, 1972).
The Trait and Factor approach has been criticized as being
atheoretical, that it overlooks the needs of the individuals,
and that it is very simplistic in differentiating between
occupational groups (Hopson and Hayes, 1968; Crites, 1969; Super
and Bohn, 1971). However, this theory that has been described as
the "three interviews and a cloud of dust" approach has been
very convenient to practitioners and is "as viable today as it
was in the yesteryear, and it finds an expression, in one fort
or another, in bost of the other approaches" (Crites, 1978
pp.27 and 51).
Our view is that such an approach, besides its other
weaknesses, seems too idealistic in present day economic
recession and mass unemployment when, even if a matching profile
has been defined and agreed upon, eventual job entry is far from
guaranteed, if that is supposed to be the purpose of the whole
process. In this way the usefulness of this method is restricted
for those people and societies that the constraints on choice do
not render such approaches redundant.
Holland's theory cannot exactly be described as a trait
theory^ although it has sometimes been classified as such,
because it includes a multiplicity of factors and variables:
personality traits, developmental and situational factors, need
theory, role theory, and self theory. Its basic characteristic
though, is matching individual characteristics with
characteristics in the environment. A very brief description of
the theory will be made here which will be disproportionate to
the impact the theory has had in terms of the amount of research
that it has instigated (Super, 1981).
Holland (1959) assumes that at the time of occupational
choice the person is the product of the interaction of his
particular heredity with a variety of cultural and personal
forces including peers, parents, significant adults, his social
class, his culture, and the physical environment. Out of his
experience the person develops a hierarchy of habitual or
preferred methods for dealing with environmental tasks. These
habitual methods are associated with different kinds of physical
and social environments, and with different patterns of
abilities.
Six occupational environments and six personality types are
postulated, bearing sets of matching names: Realistic,
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Intellectual, Social, Conventional, Enterprising, and Artistic
(Holland, 1986). Later (Holland, 1973), "Intellectual" was
renamed "Investigative". People can be characterized by their
resemblance to one or more of these personality types and are
assumed to seek the environment type more appropriate to their
personality type. There are different degrees and combinations
of "purity" of personality type and of personality-environment
congruence.
We totally agree with Holland's own appreciation of the
strengths and weaknesses of his theory (Holland, 1978; pp. 164-
165), i.e. that it is clear, consistent, it has been supported
by extensive research and counselling practices, on the one
hand, but not irrefutably tested, and not universal in its
approach, on the other hand.
3.4 Developmental Theories of Occupational Choice
Developmental theories of occupational choice have been the
most influential in both theory and practice, at least in the
US, for over thirty years now. They have been challenged only
recently by sociologists who tend to place emphasis on the
social and economic structure rather than on psychological
development. Yet it seems that developmental theories are still
widely, if not universally, employed in the practice of
guidance. Developmental theories propose that the decisions
involved in the choice of an occupation are made at different
points in an individual's life and that they constitute a
continuous process, which starts in childhood and continues into
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adulthood. A central assumption in these theories is that just
as there are critical periods of physical and psychological
development with relevant developmental tasks, career
development is effected in a specified and almost universal way
and has its own periods and tasks.
The first developmental theory was put forward by Ginzberg,
Ginsburg, Axe1rad, and Herma (1951). On the basis of the
analysis of interview data they concluded that occupational
choice is a developmental process taking place over a period
of time in three main periods (fantasy, tentative, and
realistic) that correspond to specific age periods. Each step in
the process has a meaningful relation to those that precede and
follow it. The process is largely irreversible. in the sense
that each decision made is dependent on the chronological age
and development of the individual and that the entire process of
decision-making cannot be repeated; later decisions are limited
by previous ones. The process finally ends in a compromise,
since the individual seeks to find an optimal fit between his
interests, capacities, and values and the world of work.
Ginzberg, in a later paper (1972) revised his theory on the
three critical elements of process . irreversi1biIitv . and
compromise. He epitomizes this revision in this new statement
of the theory: "Our reformulated theory is that occupational
choice is a lifelong process of decision-making in which the
individual seeks to find an optimal fit between his career
preparation and goals and the realities of the world of work"
(p. 172).
30
Ginzberg's main contribution has been that he shifted the
focus of occupational research from the trait- and- factor
approach to a developmental one. He was also the first to draw
attention to reality factors and the constraints on choice, as
well as to the important role of personal values in an
individual's development.
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3.5 Super's Developmental Theory. The Self - Concept
Super (1953; 1957) criticized Ginzberg's theory mainly on a
conceptual basis and put forward his own theory, in his now
famous ten propositions. Differential, developmental, social,
and phenomenological psychology, trait- and- factor theory,
self- theory, developmental and sociological approaches are
incorporated in these ten statements. Recently, Super (1981) in
view of his reformulation of the theory pointed out that as of
1 957 (Super and Bachrach, p.120) the ten propositions usually
reported had become twelve, and he proceeds to present these
twelve propositions as a summary of his past position.
The self- concept, its development, and its implementation in
occupational choice are the central issues in Super's theory. He
distinguishes five life stages with respect to occupational
development: Growth, Exploration, Establishment, Maintenance,
and Decline. Each stage is associated with a specific age period
and relevant developmental tasks. The process through the
stages, the early ones in particular, can be guided by
facilitating the process of maturation of abilities and
interests and by aiding the development of the self-concept,
which is viewed as the product of the interaction of inherited
aptitudes, physical make - up, role playing. This process
culminates in a compromise between the self-concept and reality
factors. The nature of a career pattern is determined by the
individual's parental socio - economic level, his mental
abilities and personal characteristics, and by the opportunities
to which he is exposed. Finally, in propositions 11 and 12 he
proposes that job satisfaction is proportionate to the degree
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that the sel f-concept has been implemented and that work may not
be the main issue in some people's lives.
A huge body of empirical research has investigated different
aspects of Super's theory, usually finding support for the
theory. As the research was conducted mostly in the US, it is
still open to question whether similar stages and developmental
tasks can be identified in other cultures or even in different
social groups within the same culture. Doubts as to that can be
traced in the theory, thus the concept of career pattern is
introduced.
A career pattern is the way an individual progresses through
the life stages. This progress takes place in a linear, uniform
manner. Some people reverse their choices, others never become
established, and so on. Such varying patterns were first
identified by Miller and Form (1951) and were later adopted by
Super (1957; Super and Bohn, 1971): Career patterns can be
stable (direct entry into work), con ventional (trial leading
to stability), unstable. and multiple trial ones. Their
determinants can be psycholoqical (intelligence, aptitudes,
interests, values, needs), social (socioeconomic status,
education, family situation, religion, race etc.), economic
and general (business cycles, economic booms and depressions
etc.). Since economic and social factors can influence the
career patterns, it is open to question as to what extent these
do not take independent ways in different cultures and this
question could be extended to the developmental stages and the
vocational tasks associated with them (cf. Kidd, 1978). If we
seek historic evidence, most probably we shall not find support
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for their universality (eg. early industrial society).
Most of the empirical research connected with Super's theory
has aimed at defining vocational maturity and the se1f-concept.
Vocational maturity denotes the degree of development, the
place reached: "It is shoNn by behavior in coping uith the
tasks of vocational development that is mature compared with
that of others dealing with the same tasks" (Super and So hn,
1971; p.120). Vocational maturity was investigated through the
Career Pattern Study, a longitudinal study that began in 1951
and followed up a group of pupils from the age of 15 to the age
of 36. The main findings, which were not impressive, have been
reported by Super and Overstreet (1960) and Jordaan and Heyde
(1979).
The self-concept is partly an outgrowth of phenomenological
psychology, which states that an individual reacts to reality as
he sees it. It is the picture one has of oneself. In
occupational life a person considers the kind of individual he
is and as he considers the types of people in different jobs he
comes to the conclusion that he is more like some workers than
like others, that some persons in some occupations have
characteristics similar to his own.
As the individual grows older, he integrates the various
pictures he has of himself into a consistent self-concept, which
he tries to preserve and enhance through all his activiti-es,
particularly the occupational ones. He attempts to select an
occupation which will be compatible with his self-concept and
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which will allow it to become a reality by permitting him to
play the role he wants to play (Crites, 1969).
Self-concept theory and its counselling applications have
been widely accepted: "Its theoretical simplicity, its easily
used methodology, and its intrinsic appeal in a society in mhich
self actual isat ion is a Nide1y accepted objective, a ade it
something of a fad in the USA in the 1960s" (Super, 1981; p.
18). Yet, it is interesting to note that Super himself (1981)
has isolated self-concept theory in his later classification,
placing it under "Matching Theories", whereas he presents his
main developmental theory (newly formulated) in the
"developmental theories" category. Although he never denounced
overtly the applicability of the theory, he recently referred to
it as "an early attempt to relate personal and situational
data" (speaking of his 1951 formulation) and points out that in
later explorations the social context was not emphasised (Super,
1981; p. 17, 18). Kidd (1984) working with a British sample has
recently provided partial support to the theory. It seems that
"many youngters do make career decisions mith reference to
concepts of self and occupation. There were, homever, some
indications that self-concept theory is more applicable to more
able youn gster s, and to those high in self-esteem, than to
others" (p. 25-26). For the less-able, lower- self- esteem
youngsters it seems that modelling processes and the influence
of significant others were more influential factors in their
career decision-making.
In his latest formulation of his theory Super (1976; 1981)
places more emphasis on role playing: he identifies nine major
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roles in an individual's life space and four theatres in which
these roles can be played. The roles are (1) Child, (2)
Student, (3) "Leisurite", (4) Citizen, (5) Worker (and
unemployed worker or Non-worker), (6) Spouse, (7) Homemaker, (8)
Parent, and (9) Pensioner. The theatres in which these roles
are played are: (1) the Home, (2) the Community, (3) the School
(including College and University), and (4) the Workplace. In
the interplay of roles, theatres, and developmental stages,
Super adds a decision making model with decisi on points
denoting either mini-cycles of problem-solving or maxi-cycles of
life stage transition. He calls the new model "Developmental
Model of Emergent Career Decision-Making". The decision making
process is summarized thus: "The individual pursuing a career
becomes a via re of an impeding career-decision, formulates the
quest ion, reviews his premises, identifies facts needed to round
out his unde r s t and in g of the situation, seeks these data,
evaluates and weighs the old and the new data, identifies the
alternative lines of action, considers their various possible
outcomes and their respective probabilities, weighs the
alternatives in terms of his values and objectives, selects the
preferred p lans of act ion, stores the alternatives for possible
future reference, and pursues his plan on either an exploratory
basis or with a more definitive but still tentative commitment.
In either case there ensues more data collection through the
evaluation of outcomes, with modification of p 1 ans or with
recycling.." (Super 1976; p.20).
A lot of space has been dedicated to Super's theoretical
formulations because they have been by far the most influential
in present-day occupational psychology, have caused a lot of
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research (and controversy), and have been widely accepted by
guidance and counselling practitioners. One major advantage of
the theory and its author is that they are open to review,
adaptation and adjustment. Thus, the original model has been
modified over more than thirty years. His most recent
formulations cannot be unrelated to his long contact with
British mainly, and European in general, speculations on the
subject, through the Work Importance Study, an international
project which he directed. This must have offered more insight
into occupational development (or its equivalent) in other
cultures, in which there appear constraints on occupational
choice, and factors involved in the process, other than the ones
that can be observed in the United States.
Another developmental theory that attracted less attention
than Super's is the one presented by Tiedeman (1961). He also
emphasized the need for a deeper examination of the decision¬
making element in vocational development. He distinguishes two
periods of decisions that characterize vocational development, a
period of anticipation and a period of implementation. The model
was further developed by Tiedeman and 0' Hara (1963). It appears
to be rather descriptive in its nature and, thus, not easily
testable. Later clarifications and developments of the model
(Tiedeman and Tiedeman, 1979) do not seem to add to its
testability, as new concepts and questions are introduced of
existential and philosophic nature.
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3.6 An Evaluation of Developmental Theories
Crites (1978) in his review of occupational choice theories
concludes that developmental counselling "is the most
comprehensive and coherent system of assisting clients w i th
career problems uh ich has as yet been formulated" (p.44) , and
of course one can assert that this is due to its good
theoretical underpinning. Yet, developmental theories have been
attacked recently, particularly by sociologists, as we shall see
later.
The main criticism of developmental theories is not that they
do not hold elements of truth, in general, but that they refer
to certain categories of people, and more specifically to
middle-class people of average and above average ability. The
question of their applicability in Britain has been raised
several times (e.g. Roberts, 1968; Kidd, 1978) but more recently
it seems that similar questions arise in the United States, too,
and it would not be too risky to assume that this would be true
for developing countries, and generally for countries and
cultures that did not follow the post-war developments which
took place in North America and Western Europe.
While both Super and Ginzberg identified some constraints on
occupational choice, particularly the ones imposed by family,
income, social class and education, they did not deal very
explicitly with the impact these may have on the developmental
stages, although, admittedly, Super tried to tackle similar
issues in his later formulations.
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In all, it can be said that developmental models first
appeared in America in the mid-fifties and sixties, when it was
not even envisaged that one might have all the prerequisite
abilities, qua 1ifications, and ambitions and yet not be able to
pursue a career to which one has committed oneself. Besides, the
impact of social class membership on value formation and
occupational development had not been examined thoroughly.
Moreover, neither economic constraints nor the impact of a
depressed or state-directed economy on career development were
considered.
Developmental theories are still the most comprehensive that
occupational choice literature can offer, but it is doubtful
whether they will continue to be so considered in the post
industrial society that is just emerging, where it is speculated
that work will be replaced as a life time commitment and as the
central issue in people's lives, by other vocations not yet
clearly identifiable. It is worth noting though, that Super's
current formulation allows for roles such as those of
"leisurite" or of "non-employed worker". In addition, the
prescriptive nature of the developmental stages does not allow
much scope for the examination of the impact of state
intervention in planning the economy, among other things, in
terms of employment and manpower supply.
In general, we believe that, although the basic tenets of
developmental theories of occupational choice might hold in the
context of an industrial society in which allocation of labour,
manpower training and preparation were planned in a way that
would match physical and psychological development (and the
39
development of the educational system in the past 100-150 years
is a good example), this whole process should be seen as a
social artefact rather than an inherent characteristic of the
individual, as developmental theories tend to maintain.
As the postwar years of rapid economic development in the
West are now being followed by recession, unemployment,
redesigning of the division of labour, extension of formal
education and earlier specialization, it should be expected
that the proposed developmental stages and tasks would be under
revision and reconsideration. It may be that in a few years'
time new developmental approaches will be needed to explain what
will be going on in terms of the occupational choice and
allocation processes.
As a conclusion, it can be said that developmental theories
should be seen in a temporal, societal and cultural context.
They seem to describe well occupational development within the
general context of psychological development in advanced
industrial societies. Their descriptive value though, is
diminished by their inadequacies in explaining the mechanisms of
such processes, as well as the impact of social institutions on
them. In addition, in strict psychological method, they have
also proved inadequate in linking manifested behaviour with some
form of prediction. If such qualities are sought in a theory,
sociological theories, decision-making theories, motivational
models, or even economic theories, could be of more help at the
group, or the individual, level of analysis.
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3.7 A Social Learning Theory of Occupational Choice
The most recent theory on occupational choice appears to be
the social learning theory put forward by Krumboltz et al.
(1978a). It shall be presented here in more detail because we
consider it to be an alternative to Super's developmental theory
meriting special attention, and because it could serve as a
supplement to our motivational approach that will be presented
in a subsequent chapter. The theory seems to be drawing on the
theories presented by (Rotter, 1954; 1972) and Bandura (1963),
although there are no direct references to them.
Social learning theory (Rotter, 1954) in contrast to
behaviourism, advocates that actions are influenced by mental
processes and higher order cognitions. Learning is effected by
imitation and by selective attention to appropriate information.
Individuals "discriminate bet ween reinforcing and non-
rein forcing environments, develop expectancies concerning the
likelihood of goal attainment and construe the not Id in
subjectively meaningful ways" (He iner , 1980; p. 230). External
situations can play a key role in guiding actions.
The social learning theory of occupational choice sets out to
explain how occupational and educational selections are made,
taking into account the interaction of genetic factors,
environmental conditions, learning experiences, cognitive and
emotional responses and a host of other variables examined
separately in other theories. Thus, it must be pointed out at
the outset that it is so generic in its nature that, as Holland
(1978) puts it "(it is) probably too clear to be called a
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theory" and (it) "lacks both the organizational property and
vocational content necessary for iost practical applications"
(p.129).
Krumboltz et a 1. (1976a) subsume the theory as follows
(p. 127):
1. Occupational placement is the result of a complex interaction
of genetic components, environmental events and conditions, and
learning experiences which result in the development of various
task approach skills, i.e. factors (skills, performance
standards, values, work habits, cognitive processes etc.) that
can both influence outcomes and be outcomes themselves.
2. Career selection is a mutual process influenced not only by
decisions made by each individual involved but also by social
forces which affect occupational availability and requirements.
People select, and are selected by occupations.
3. Career selection is a lifelong process. It does not take
place at one point in time, but is shaped by events and
decisions that occur from infancy through the retirement years.
4. Career selection is caused - not accidental - but the
interaction of causal events is so complex that the prediction
of occupational selection for any one individual is virtually
impossible with any degree of certainty.
5. Career indecision is due to the unsatisfactory nature of an
insufficient number of career-relevant learning experiences or
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to the fact that the person has not yet learned and applied a
systematic way of making decisions. Indecision is a natural
result of not yet having had certain learning experiences. An
undecided person has no reason to feel guilty or inadequate.
6. Career counselling is not merely a process of matching
existing personal characteristics, but instead is a process of
opening up new learning experiences and motivating a client to
initiate career relevant exploratory activities.
The theory is much more structured and precise than it
appears in the above theoretical framework. It distinguishes
four categories of factors that influence career decision
making:
1. Genetic endowment and special abilities.
2. Environmental conditions and events.
3. Learning experiences of two kinds: a) Instrumental Learning
Experiences (ILE's) and b) Associative Learning Experiences
(ALE's). In the former the individual acts on the environment so
as to produce certain consequences, whereas in the latter the
individual associates previously neutral situations with
affective reactions. A fictitious example given by the authors
is that of "Roger" who in answer to his teacher's request for a
paper on "A Famous Person in Government" writes about Jefferson
and then has a stimulating conversation with his father about
the impact Jefferson had on shaping the USA (ILE). The same
"Roger" sees a film in which law students are depicted as
worthy, sensitive, human, thus making the relevant associations
(ALE).
4. Task Approach Skills, which were defined above. Again the
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fictitious "Roger" may, after hard work, get good marks in
school, but employing the same method of work may not be so
successful in college.
These four types of influence can lead to three kinds of
consequences:
1.Se 1 f-Observation Genera 1izations (SOGs), overt or covert self
statements evaluating one's own actual or vicarious performance
in relation to learned standards. They are not necessarily
accurate but they can be reinforced by the environment;
2. Task Approach Skills which are shaped by prior experience;
3. Actions, i.e. entry behaviour.
A number of testable propositions and hypotheses were
presented along with relevant evidence drawn from the literature
on educational and occupational decision making (1960-1974):
"Thus the literature an a I ysis and synthesis provided input for
theory deveIopa ent and identified evidence relevant to testable
propositions suggested by the theory" (Mitchell, 1979 p.50). On
the basis of the analysis of existing data Mitchell (1979) found
two kinds of factors, positive and negative, (i.e. offering
positive or negative reinforcement) influencing preferences and
career decision making.
It was noted earlier that Holland criticized socia 1 -1 earn i ng
theory as lacking both the organizational property and
vocational content necessary for practical app1ications. One
distinct advantage of the theory though, is that it manages to
offer a more specific and detailed explanation of the process
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that culminates in occupational decision making. It does not
profess to provide any means -for exact prediction but it
explanation is eventually more concretely validated, it can be
equally useful for practical intervention at the appropriate
point of the process, as suggested by Krumboltz (1978b), if
intervention of any kind is sought.
In the study reported in a later chapter in this thesis, an
ahistorical model of motivation is employed for the measurement
of the immediate determinants of occupational preferemce. If a
historic approach is sought as to how we can trace back some of
these immediate determinants, and more specifically how the
cognitive processes that evaluate stimulus input were developed,
this writer's view is that the social-1 earn i ng theory could be a
very useful tool.
3.8 Decision - Making Theories of Occupational Choice
The theories and models examined in this section are
traditionally classified as decision - making theories and
models (e.g. Hopson and Hayes, 1968; Zytowski, 1968; Herr, 1970;
Jepsen and Dilley, 1974; Super, 1981). A problem that arises,
though, is that in some of these surveys there are some
additional models that have been classified elsewhere as
motivational models. It is not quite clear in psychological
literature where decision theory ends and where cognitive models
of motivation begin. It sometimes seems to be rather a matter of
label than of conceptualization. Models that are closely
connected with widely accepted theories of motivation will not
be examined in this section, because this would mean violation
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of the basic premises of their authors who consider force and
action to be more than decision making. Thus Vroom's expectancy
model, examined in the decision making context by Super, and by
Jepsen and Dilley, will be analysed in a later section. The same
can be said for sociological models that have a strong decision¬
making element: they will be examined in the section on
sociological theories.
Hilton (1962) presented an occupational decision- making
model based on Festinger's (1957) theory of cognitive
dissonance. A state of cognitive dissonance is one of
psychological discomfort which motivates the person to achieve
"consonance", a psychological equilibrium. This can be
accomplished by dissonance reduction. In Festinger's formulation
dissonance reduction strategies follow a decision, whereas in
Hilton's model this sequence has been inverted; efforts to
reduce dissonance precede decision-making. The person examines
his beliefs and expectations and, if dissonance is raised above
the tolerable level, revises either the premises or the intended
behaviour.
Ziller (1957) introduces willingness to take risks into
occupational decision-making. An individual choosing an
occupation can be compared to a gambler "who nust decide what
he is prepared to nager for a given prize under certain
expectations of success".
According to Gelatt (1962) when the individual is required to
make a decision he is aware that there are at least two possible
courses of action. Data are collected and the individual's
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prediction system is operating in the first stage when possible
outcomes and their probabilities are being assessed. The value
system is operating in the next stage when the desirability of
different outcomes is estimated. The third stage is that of
evaluating and selecting a decision, terminal or investigat ory.
The investigatory decision becomes a cycle through additional
information gathering, and the same can be true with the
terminal decision if it involves new information which would
require reconsideration.
Hershenson and Roth (1966) view occupational decision
making within a developmental framework. Two basic trends are
distinguished in an individual's vocational development: in the
first the range of possiblities available to the individual is
narrowed, and in the second the possibilities that have remained
are strengthened. Through these two processes of successively
narrowing alternatives and strengthening the remaining ones the
individual arrives at his career choice.
Decision - making has recently come to be seen as the
"essence of career development" (Super, 1981): "Just as career
- development theory embraces occupational - matching theories,
so does it now embrace decision- making theory" (p.92). Our
view is that decision-theory within the broader scope of
cognitive motivation can be a very fruitful approach for the
explanation of the mechanisms and determinants of choices and
preferences. In a later chapter we shall examine in more detail
how occupational choice can be viewed in a cognitive
motivational context.
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3.9 Sociological Theories of Occupational Choice
a.Socio1ogica1 versus Psychological Explanation.
Psychological examination of different problems is often
addressed at the determination of social behaviour by those
characteristics of the human species that are either unique to
it or at least drastically different from those displayed by
other species e.g. symbolic communication , motivation, cognitive
and motivational features of socialization, whereas similar
sociological questions are concerned with the social, economic
and political structures determining behaviour (Tajfel, 1972).
Although some branches of sociology and some branches of
psychology overlap, to the extent that sometimes it is impos¬
sible to distinguish sociological work from psychological work,
some sociologists (and psychologists for that matter) attempt to
set firm boundaries and to assign groups and group behaviour to
sociology, and individual behaviour to psychology. Shaw and
Constanzo (1982) define sociology as "the systematic study of
the development, structure and function of human groups
conceived as organized patterns of collective behavior".
Sociologists, according to them, are interested primarily, but
not exclusively in group behaviour, institutions, and intergroup
relations, as well as in the ways "behaviors of people are
similar or different because of group membership influences"
(p. 6). Watson (1980), defines sociology as "a study of the
interrelationships between the individual and the social which
makes use of a distinctive range of concepts such as structure,
process, culture, norms, values and so on." (p.12).
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In the -field of occupational choice it is impossible to a
large extent, to set distinct boundaries between the two
disciplines. Crites (1969) accepts that, from the sociological
perspective, the major factor in the determination of an
individual's occupational choice is the impact of the culture
and society, in which he lives, upon the goals and objectives he
learns to value. Sofer(1974) says that sociologists realize that
personal preference is only one of several variables affecting
the way a person opts when faced with concrete alternatives, and
that choices are not necessarily systematic but the result of
external social influences and institutions which canalize
people toward different occupational streams. According to
Speakman (1976) sociologists tend to be interested in how types
of people tend to enter certain types of work, whereas
psychologists are interested in how an individual comes to enter
one from amongst the range of jobs available.
There are certain theories and certain proposed models of
behaviour where the two disciplines converge, and an attempt at
a synthesis of the two disciplines, as concerns occupational
choice, will be made in a later chapter in this thesis. At this
point though, it can be said that sociological approaches to the
process of occupational choice have failed to a certain extent
to give comprehensive and testable theories but, on the other
hand, they have managed to examine the subject from a more
realistic point of view emphasizing the numerous social
variables that are involved in the process, and more
particularly the undeniable fact that for most people "choice"
to the extent that it exists, is of restricted range, losing
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thus the core of its meaning (Speakman, 1976). Besides, the
central issue for most sociologists is not how the individual
chooses his job but how social processes, like the transition
from school to work, take place in a social system, or how the
youth labour market is structured, or even how social
reproduction and recruitment come to be realized.
b.An Attempt at Classification.
A considerable amount of sociological research and specu¬
lation has been dedicated to occupational choice. Most of the
material though, is concerned with isolated social parameters
and factors that bear on choice. Thus, not many integrated
theories have been put forward and the existing ones are rather
segmented.
There does not seem to exist a taxonomy of sociological
theories on occupational choice, and this could be due to the
fact that, as was pointed out above, no comprehensive,
integrated theories have been presented. Some of the models
presented are the theoretical end-products of empirical research
with small or specific samples and limited scope. Besides, some
of the basic variables (e.g. values, aspirations, structural or
situational constraints) have been examined in isolation.
Moreover, it is not always clear whether existing research is
sociological or psychological, as both disciplines use similar
concepts. The journals where such work is published could be an
indication, but not always a safe one. Certain concepts like
socia 1ization, personal values, social structure, social class,
in conjunction with the whole theoretical approach, could be
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taken to denote a sociological orientation.
An attempt at classification follows: Theories and models,
or simply theoretical speculations, have been classified here in
three categories: alProcess or Social ization Models, those
that examine choice in a longitudinal perspective. In this
respect, they resemble psychological developmental theories. b)
Structure Models and Theories: those concerned with structural
influences and limitations on choice. c) Value-Attainment
Models: those concerned with goal-, and value- attainment
behaviour, within a sociological framework. These latter models
are to a large extent similar to psychological decision-making
theories but they differ in that they deal with the determinants
of choice from a different point of view, the individual's va¬
lue system. They are not concerned with the development of the
value system and in this they differ from the Process-
Socialization models.
3.10 Process - Soc i alization Models
A sociologist, Peter Blau, two psychologists, J.W.Gustad, and
R.Jessor, and two economists, H.S.Parnes and R.Willock, pre¬
sented an interdiscip1inary approach to occupational choice,
which was not intended to be a theory but a systematic pattern
for empirical research (Blau et al.,1956).
At the outset, they point out how Intra - disciplinary ap¬
proaches tend to ignore important variables operating in the
process of occupational choice and development. Then they
attempt to combine some of the main concepts of the three
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disciplines into their conceptual framework. Two interrelated
sets of factors motivate choice: the individual's valuation of
the rewards offered by the different alternatives and his
appraisal of his chances of being able to attain each of the
alternatives.
Valuations and appraisals are assumed to be acquired and
modified through social experience and they constitute a
hierarchy of preferences (valuations) and a hierarchy of ex¬
pectancies (appraisals). The chosen course of action reflects a
compromise between the individual's preferences and expect¬
ations: "Thus, his actual choice Mill probably be not identi¬
cal nith his first preference if his expectation of reaching the
preferred goal is very Ion" (B1 au e t a I., 1956) .
Occupational choice, according to Blau et al., is limited by
variations in knowledge about existing opportunities, variations
in rationality and in the discrimination between alternatives.
It is a process involving a series of decisions, each of which
is governed by the way in which the individual compromises his
ideal preference and his actual expectations of being able to
enter a given occupation.
The process, though, is not unilateral, because the indivi¬
dual is also selected (occupational selection) in the same way
in which he is choosing. "The decision concerning each
candidate is guided by the employer's ideal standards and by his
estimate of the chances that a better qualified candidate than
the one under consideration Mill present himself in the
future".
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Thus, on the individual's side three elements are operating
at the point of choice: preference, expectancy, hierarchy, while
two more elements are operating on the occupational selection
side: ideal standards and realistic estimates. The immediate
determinants of either side (also influencing the other side)
are: a) For the choosing individual: occupational information,
technical qualifications, social role character i st i cs, reward
value hierarchy. b) For the selecting agents: formal
opportunities (demand), functional requirements (technical
qualifications needed), nonfunctional requirements (criteria
affecting selection not relevant to actual performance i.e.
veteran status, looks etc.), amount and types of reward.
Blau and his colleagues attempted to give a historical
dimension to their conceptual framework, thus the determinants
of choice, in the pre-choice period are: a) For the choosing
individual: 1) Soc i opsychol ogi cal attributes; 2) Personality
development, b) For the selecting agents: 1) Socio - economic
organization; 2) Historical change.
Both continua, the one of the choosing individual and the
other of the selecting agents, originate from the social
structure which consists of the social stratification system,
cultural values and norms, demographic characteristics, type of
economy, and technology.
In sum, Blau and his colleagues view occupational choice and
entry as a result of two different processes operating at the
same time: the development form of the socioeconomic system and
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the development of the individual. Since the starting points of
both processes lie in the social structure, and since most of
the key - points in the individual's continuum are of a
sociological nature, it is obvious that the proposed framework
is basically sociological.
Blau's conceptual framework has influenced occupational
choice research to a considerable extent, as it was the first
call for attention to factors and agents that lie outside the
individual . In addition, it was the first theory that drew
attention to the important role of social structure and social
stratification. It seems though, that it has never been
empirically tested as a whole and this could be due to its
al 1-encompassing nature and its historical perspective, which
does not render it readily testable.
Musgrave (1967) attempted to formulate a sociological theory
of occupational choice based on sac i a 1ization and role theory.
He introduced the term "economic socialization" to cover the
cluster of roles that relate to the economic institutions of any
culture. Economic socialization is subdivided into the learning
of consumer and producer roles. Musgrave considers producer
roles more pertinent to occupational choice, since they are
connected with problems such as: how and when the stereotypes of
different occupations are learned, how occupations are
discriminated as relevant or irrelevant to the individual, and
how values and attitudes needed in various work settings are
acquired.
Occupational choice is located sociologically "in that part
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of secondary socialisation that deals with producer roles,
though pr i sar y, tertiary and other types of secondary socialisa¬
tion tiay have latent relevance" (Musgrave, 1967 in Hi 11 i ass ,
1974 , p. 100). Musgrave proposes -four stages within which the
process of economic socialization takes place: l)Pre-work
socialization; 2) Entry to the labour force; 3) Socialization
into the labour force; and 4) Job changes.
A key concept in understanding the process of moving through
the various positions involved in the four stages is
"anticipatory socialization": "Much anticipatory socialisation
occurs in the faaily. Thus, an i aportant part of socialisation
at the pre-work stage is the aove from viewing one's future
occupation in a spirit of fantasy and idealisa to taking a
realistic view of one's potentialities. The individual in
anticipation practises taking the values and behaviours
prescribed for an occupational role in which he sees himself."
(Musgrave, 1967, in Ui 11 iaas , 1974 p. 101)
During the first stage of pre-work socialization there occurs
the relevant primary socialization that will be latent to
subsequent secondary and tertiary socialization. During this
stage the range of choice is narrowed by the three agents of
socialization, the family, the school and the peer group. The
child, gradually, either realizes what possible roles are
available to him or, restricted by the socialization process,
adopts a self-concept that narrows the range of roles fom which
he will choose.
In the second stage, entry to labour force, preference must
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become choice, although this process may have been rehearsed by
anticipatory socialization. Choice must match the selection
process of industry and commerce and thus it is constrained by
local opportunities. The third and fourth stages refer to the
socialization of people already in work.
Musgrave's model has been strongly criticized by Coulson,
Keil, Ridell, and Struthers (Coulson et al, 1967) for being an
oversimplified functionalist theory resting on a consensus model
of society, for lack of clearly defined terminology, imprecise
use of concepts, particularly those of "role" and
"socializ ation".
Although we do not agree with the prescriptive nature of the
model concerning the learning of producer roles, which are
assumed to be connected with occupational choice, (one could
argue that consumer roles are nowadays equally, if not more
pertinent to it), we must credit the theory with allowing for
the influence of the opportunity structure and for subsequent
developments in the choice process, after job entry. In
addition, the special emphasis given to the influence of the
family, the school, and the peer group makes Musgrave's theory
more pertinent to the actual process taking place within certain
cultures, where the kinship and family bonds are still strong.
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3.11 Structure Models
Sociological approaches that -focus on the long-term pro¬
cesses that -formulate an individual's occupational choice,
taking into account mainly social - psychological -factors and
elements, have been classified by some writers as "the
individual - ambition model" (Speakman, 1976). Theories which
concentrate on the social and economic structures which canalize
young people into certain kinds of work, allowing only limited
scope for choice have been labelled the "opportunity - structure
model". It has been suggested that the two models may not really
be alternatives but the representations of the choice factor
operating for different social groups (Speakman, 1976)
The main British proponent of the opportunity structure model
has been Kenneth Roberts (1968; 1971; 1975; 1981). Roberts
(1968) conducted a study which was designed to test the
developmental theories of Super and Ginzberg. He formulated
three hypotheses: a) Young workers' ambitions will gradually
become more consistent with their jobs as their careers develop;
b) Job satisfaction will gradually increase as careers develop;
c) Occupational mobility will decline in frequency as careers
progress.
None of the three hypotheses were adequately confirmed and
although he did not deny that developmental theories could
predict the careers, job attitudes and ambitions of some young
people, he concluded that "these theories cannot be accepted as
satisfactory accounts of the processes that are involved in the
entry into exp loyxen t" (196S, p. 146). He contended that
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amongst British school leavers, at least, occupational choice is
frequently not the determinant of career behaviour. He presented
three types of evidence:
a) Most of the occupational mobility that takes place amongst
the adolescent labour force is not anticipated in their
ambitions;
b) Despite the fact that many school leavers fail to enter their
chosen jobs, few are dissatisfied with the employment they do
obtain;
c) Young people rarely entertain ambitions for jobs falling
beyond their educational attainments.
He concluded that to a large extent young people's ambitions
are based upon the occupations that they expect to enter and
that ambitions adjust to occupational changes, rather than
changes being planned in order to realize developed ambitions.
He thus proposed an alternative theory of occupational choice,
the main proposition of which is that the employments school
leavers enter and the patterns into which their later careers
develop depend more upon opportunity than choice. The
distribution of opportunities is a function of the manner in
which the occupational system, education and the family
interlock, and within this nexus scope for choice is rarely
significant, and often non-existent. As he puts it: "Opportuni¬
ties are cast by the occupational structure and employers'
recruitment practices, and these respond no more than marginally
to individuals' aspirations. Hot only is the total range of
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opportunities determined independently of individuals 'choices,
but access to different levels of employment depends upon
edue at i on a 1 attainments , and to lesser extents, fatily and
particularistic contacts" (1981, p. 284).
Roberts presents a framework for the conceptual understanding
of job entry, concentrating on the limited range of choice
alternatives. As choices do exist, even to a limited degree, the
main point is to determine: a) The social factors influencing
and determining choices, and b) The reasons why so many people
acquiesce in ill-rewarded jobs.
He suggests that answers to these can be sought in the
influences of the family, of the school, in employment
strategies and in the present system of transition from
education to work. This kind of analysis, according to Roberts,
is complementary rather than opposed to psychological theories.
The opportunity structure theory is in the lines of sociological
tradition: "Rather than choice, sociologists employ the
1 anguage of selection, a 1location and placement" (1981, p.
289).
Roberts has been heavily criticized by Peter Daws, mainly on
conceptual grounds: Such a socia 1-structura 1 theory should, by
definition, avoid concepts such as choice, thus it should not
have reached any conclusions about the role of choice in
determining the occupational experience of school leavers. As
Daws puts it: "To summarise, two fallacies are committed by
Roberts in his hasty inference from a sociological framework of
reference to a psychological one. One is that of supposing that
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if one does not find Nh at one did not look for iiith in s t r us en t s
that could not in any case have detected it, then it doesn't
exist. The second fallacy is that of inferring fros the general
to the particular. Considerable individual variability eludes,
as it necessarily sust, the coarse sesh of sacro-theorising"
(Dans, 1981, p. 252).
Roberts' -formulations have become the most frequently cited
counter - arguments to developmental conceptions of occupa¬
tional choice. The fact that the theory has been accepted as a
point of discussion is not irrelevant to present - day economic
developments. Individua1-ambition models flourished in the
postwar era of economic boom and rapid development. Upward
social mobility was quite common in all industrial societies
(Heath, 1981).
Present - day economic recession, though, has also brought us
to the realization that not all occupational goals can be
attained, even if necessary qualifications and requirements are
met. Thus one can assume that aspirations have to adjust to
existing opportunity structures. This is the reason why interest
in the influence of structural factors on choice has initiated
new research with new hypotheses that are being tested (e.g.
Collin, 1983). This trend has started appearing in the USA as
well, where the individual - ambition approach had always
f1 ourished .
Similar to Roberts' views, but with emphasis on a totally
different set of contingencies and situational factors is the
suggestion made by Fred Katz and Harry Martin (1963), as a
60
conclusion of their study of student nurses. The view which they
adopt is that "the process of entry into an occupation may be
looked upon as the cumulat ive product of a series of specific
acts, uh ich may or may not be directly focused upon a deliberate
career choice" (p . 149).
The decisions which underlie embarkation on a career, for at
least some persons, revolve around limited situational
contingencies. This kind of career process does not involve
subjective career - orientation decisions, and embarkation on a
course of action may be the result of a series of steps which,
individually are not te1eological1y oriented to that course of
action. Thus, one may choose to embark on a course of study in
order to remain close to a friend, or to find suitable company,
and so on.
Katz and Martin's views challenge individual - ambition
models in that they accept that for some people occupational
choice is subordinate to other needs and orientations. It can be
a means to the attainment of other ends and thus it is not
always a central issue, in itself, in some people's lives.
•3.12 Value - Attainment Models.
Value - attainment models examine occupational choice rather
ah i storical1y, as a value - attainment process. Their
sociological element lies in that they consider that
socialization, class, and value differences are reflected in
goal - seeking behaviour. This behaviour though, originates in
the individual's value system.
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Basil Sherlock and Alan Cohen (1966) distinguish two opposing
approaches to occupational choice. The first conceives of choice
as essentially adventitious in nature, nonrational, spontaneous
and based upon situational pressures. The second approach is
considered to be stressing the purposive nature of occupational
choice.
Sherlock and Cohen do not reject either approach but they
consider that each one is more suitable for the description of
recruitment to different kinds of occupations. Thus, the
adventitious approach perhaps describes recruitment to unskilled
or semiskilled occupations. The purposive approach seems to fit
the case of skilled occupations, including professions.
In their research on recruitment into dentistry, they
hypothesised that "choice of dentistry is an outcome of t wo
strategies; a status-seeking strategy and a iin i max strategy
which balances access against reward preference" (p. 305). By
"minima;<" they mean a combination of high rewards (those of
dentistry in this case) with an easier access (as opposed to
medicine, in the case of their sample). Their data also
indicated a relation between career perspectives and status and
status mobility of the respondents' fathers.
In sum, this study, although restricted to a uniform sample,
students enrolled in a predental curriculum, gave support for
some conclusions: a) Career choice can be described as a
rational compromise between desired rewards and the realities of
access; b) Reward and access seem in turn to be influenced by
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the occupational history of the individual's -family,
particularly status and status mobility o-f the father; c) A
minimax strategy can be employed, regarding the interaction of
reward and access: a combination of high rewards with easier
access.
Julienne Ford and Steven Box (1967), on the other hand do not
accept that there is an adventitious nature in occupational
choice, at least to an extent that it can be nomothetically
generalized. They conclude the introduction to their theory
thus: "In sum, apart fron those studies which are idiographic
in implication on the one hand, and those, on the other hand,
which are concerned with the correlates of differential
socialisation into occupational orientations, most sociological
discussions of occupational choice have converged. There is now
general agreement that this phenomenon is to be viewed as a
rational process by which cer ta in desired ends are weighed
against the perceived probability of their attainment." (p. 112,
in Williams, 1974).
Their theory comprises two propositions:
1. In choosing between alternative occupations, a person will
rank the occupations in terms of the relation between his values
and the perceived characteristics of the occupation; the higher
the coincidence between the characteristics and his values the
higher the rank.
2.The higher a person perceives the probability that he will
obtain employment in the higher-ranked occupation, the more
likely he is to choose that occupation.
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Philips (1964) on whom Ford and Box have drawn, views occupa¬
tional choice as the result of the minimization of expected
value deprivation. His central hypothesis is that "preference
for a given occupation varies inversely with the gap between
occupational goals and expectations for fulfilling them in the
given occupation. Stated differently, a given occupation is
preferred to the degree to which this gap (expected value
depr i vat ion ) is minimized." (p. 151).
In his study, Philips too, dealt with secondary occupational
choice, since his subjects were medical students choosing
medical -fields. He employed ten occupational values which were
considered to be related with different fields of medicine.
Student expectations for fulfilling each of the ten occupational
values were obtained for each of six fields of medicine: general
practice, internal medicine, surgery, psychiatry, pathology and
public health.
Preferences among fields were also obtained by the ranking of
the six fields. Expected value deprivation (EVD) scores were




i.e. EVD for resondent Rj with reference to occupation (0k)
is measured by summation of the difference between value scores
(V i) and expectations for fulfilling the corresponding values
(E.) over the set of ten values. Only positive difference
scores enter into the summation. The six EVD scores were turned
to ranks.
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Philips' statistical analysis of the results was mainly based
on a measurement o-f agreement, using percentages between EVD
rankings and "-favourable ratings" of the six fields in terms of
values. He did not make any effort for deeper insight into his
data and more sophisticated analysis. Besides, his results were
rather indicative, toward the expected direction, of the
relation between values and occupational fields but not
statistically irrefutable. This was due to some inherent
inadequacies in his research design, to which he also draws
attention. Nevertheless, it was one of the first attempts at
obtaining subjective evaluations of expected outcomes and
connecting value attainment with occupational choice.
Norman Blaikie (1971) attempted to develop and test a
theoretical model of occupational choice which would be
compatible with the work of Philips, and Ford and Box, but with
specific emphasis on the origin of values, changes in values and
the relationship between value changes and changes in
occupational choice.
The main propositions of his theoretical model are:
1. Individuals have goals and seek means to realize them; action
is goal oriented.
2.The values, which an individual holds, determine the relative
importance given to these goals; individuals give highest
priority to those goals which accord with the values they hold.
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3.Values are internalized, initially, during primary sociali¬
zation as part o-f the individual's symbolic universe, and are
subsequently either modified by processes of secondary
socialization or largely replaced by resocialization.
4.Individuals choose an occupation in which they perceive they
can realize the occupational goals to which they give the
highest priority.
5.When individuals perceive restrictions related to their
possible employment in occupations which are seen to accord best
with their high priority occupational goals, they will choose an
occupation which they perceive will be least likely to hinder
the realization of their high priority occupational goals; they
will minimize value deprivation (Blaikie, 1971, p. 315)
One distinct merit in the work of Ford and Box, Philips, and
Blaikie is that they concentrated on values and perceptions of
value attainment through the choice of a career. As we shall try
to establish in the rest of this thesis, values should be of
central concern in career related research.
Sociological theories of value attainment can offer good
insight into the occupational choice process, because they can
accommodate both structural elements, as perceived by the
choosing individual, and the effects of differential
socialization and class membership on the individual or on
social groups. All these are reflected in the evaluations and
the goal-seeking behaviour of the people or groups making
occupational decisions.
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PART 11:THEORETICAL FOUNDATIONS OF THIS RESEARCH. THE MEASURING
INSTRUMENTS.
1.Synthesis
In the preceding chapters we examined most psychological and
sociological approaches to occupational choice. One could
distinguish three main theoretical directions: a developmental
direction, one that views occupational choice in a longitudinal
perspective, a matchinq directi on. one that views choice as a
matter of bringing together individual characteristics (e.g.
self concepts, personality traits, abilities aptitudes etc.)
with relevant work environment characteristics, and finally a
social and economic structure direction, one that tends to
negate, to a large extent, the existence of choice, as it is
assumed that occupational choice is directed, and partly
determined, by social and economic parameters. In this sense,
entry to work is viewed as the result of manpower planning and
recruitment policies on the part of society. Such factors have
tended to be somewhat overlooked in occupational choice theory
in the past, and in most industrial societies the individual
ambition models of recruitment have prevailed in careers
guidance theory and practice.
An important shift of focus has recently taken place, in
occupational psychology and sociology. New questions are being
asked and traditional views are being challenged. This comes as
a result of major developments taking place in industrial
societies. It has become apparent that free choice is not always
feasible, as employment in some jobs is difficult, and unemploy-
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m e n t among some -formerly privileged segments o-f the work -force
is becoming -frequent. People compromise -for jobs -for which they
are over qua 1 i-f i ed or settle down with jobs which bear no
relation to their training or qualifications and, presumably, to
their initial choices.
In addition, the importance of work in people's lives seems
to be questionable. Super epitomises the new questions raised
thus: "There has been an important recent shift in the kinds of
questions being asked. Instead of asking: " Hhat is it that
people wan t to get fr on w or king'?", still recognised as an
inportant question, technological change and cultural diversity
are causing both behavioral scientists and policy makers to ask:
"do people nant to nor k? Hon strong is their notivat ion to do
so? Hhat and hon strong are their alternative objectives?" The
old question is one of needs, values, and interests; the new are
questions of the importance of nor k and of other life roles as
nays of neetin g needs in contemporary society." (Super, 1979:
Research Project Proposal to the Work Importance Study).
Many social scientists have also pointed to the growth of
leisure as a feature of contemporary industrial society and have
challenged the view that work continues to be a central issue in
most people's lives. They suggest that attention should be paid
to the meanings which work has for the individual, both in terms
of the rewards sought from work and of the relative importance
assigned to work, as opposed to other activities (Kidd and
Knasel, 1980; Knasel, Super, and Kidd, 1981).
Kidd and Knasel (1980) think of these problems, as problems
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o-f "work values" and "work salience". These two concepts em brace
all aspects o-f work behaviour: choice, entry, performance,
satisfaction. In addition, the "motivations to work" (cf.
Hirszowicz, 1981, pp. 71-97) seem to be the issue that has
attracted most attention in both theory and research connected
with most aspects of work behaviour, including occupational
choice.
These three concepts (values, salience, and motivation) were
selected as the theoretical foundation of the research reported
in this thesis. The research was conducted in Athens, Greece, in
the period October 1980 - February 1981 with subjects drawn from
male pupils attending the final year of secondary education. The
subjects came from two different school environments, and three
different school curricula. In the following chapters we shall
give the reasons why we considered such an approach more
fruitful and we shall try to elaborate on the relevance of these
three concepts - work salience, work values, and work motivation
- to the occupational choice process. In addition, we shall try
to explain how we tried to combine them in order to understand
better how social and societal elements bear on young people's
occupational decisions, and in order to gain more insight into
how economic and situational factors reflect on individual
choice behaviour.
2.Work Salience
The term "work salience" has been used as equivalent to "the
importance of work" (Kidd and Knasel, 1980; Greenhaus, 1971;
1973) to replace the latter term or similar constructs: "job
involvement" (Lodahl and Kejner, 1965); "work as a central life
interest" (Dubin, 1956); "career commitment" (Richardson, 1974);
"protestant ethic" (Wollack et a 1. , 1971).
The first to pose the question of the centrality of work in
man's life was Marx (1844): "Hhat constitutes the alienation of
labour? First that the work is external to the norker , that it
is not part of his nature; and that, consequent!y, he does not
fulfil hiuse If in his nor k but denies himself, has a feeling of
misery rather than of Nell-being, does not develop freely his
mental and physical energies but is physically exhausted and
mental1y debased. The Norker therefore feels himself at home
only during his leisure tine, Nhe r e as at nor k he feels homeless.
His Nork is not voluntary but imposed, forced labour. It is
not the sat i sfact i on of a need, but on I y a means f o r
satisfying other needs. Its alien character is clearly shown by
the fact that as soon as there is no physical or other
compulsion it is avoided like the plague". (K.M a r x,E conom i c
and Philosophical Manuscripts, in K. Thompson, J. Tunstall
(Eds.): Sociological F'erspecti ves, p. 55 Penguin: 1971).
Marx makes two assumptions about job behaviour: It can either
be a) an instrumental activity that satisfies basic needs, a
means to an end, or b) a consummatory activity, an end in itself
(Kanungo, 1979).
Another early sociologist who dealt with the meaning of work
was Durkheim (1893), who developed the concept of anomie,
which implies a disorganization of social norms, a state of
purposelessness, a result of the lack of what he calls "organic
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solidarity", and which, in the case of work can result into a
state of alienation. Max Weber (1905; Gerth and Mills, 1948)
argued that dedication and commitment to work, which promoted
capitalism, resulted from the Protestant Ethic, the spirit of
self - discipline and asceticism, which encouraged people to
view work as a secular task, a "calling" that would lead to
salvation, if performed properly and successfully.
Dubin (1956), following the theoretical trend of Marx, Weber,
and Durkheim, examined the extent to which work was a "central
life interest "of industrial workers. He pointed out that
previous researchers had assumed that work must be a central
life interest, because so many people were engaged in it,
whereas he assumed that holding a job was simply evidence of
adequate performance above some minimal level that justified
continued employment by the company. His hypothesis was stated
as follows: "A signif i cant proportion of industrial Norkers
mill be classified as non-job-oriented uh en central life
interest is Measured." His research showed that only one in
four industrial workers could be classified as job-oriented:
"thus, three out of four of this group of industrial wor ker s
did not see their jobs and uork-places as central life interests
for then selves. They found their preferred hunan associations
and preferred areas of behavior outside of ertploynent. " (p . 135).
He concluded that industrial man seemed "to perceive his
life history as having its center outside of mor k for his
in t i state hu nan relation ships and for his feelings of en joysent,
happiness and North" (p.140). Life interests for the industrial
worker have moved into the community.
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Lodahl and Kejner (1965) distinguished two tendencies in the
examination of job involvement: one adopted mainly by psycholo¬
gists who focus on organizationa1 conditions that lead to job
involvement (e.g. mean i ngful ness of work, adequacy of
supervision etc.), and a second one adopted by sociologists who
focus on the aspects of the socialization process that lead to
the incorporation in the person of work relevant norms and
values.
Rabinowitz and Hall (1977), after an extensive review of the
literature, point out that job involvement and other similar
terms (e.g. central life interests, work role involvement,
intrinsic motivation etc.) seem to describe two different
concepts: a) performance - self esteem contingency, and b)
component of self-image. They also identify three distinct
directions in the empirical investigation of job involvement: a)
as an individual difference variable; b) as a situationa11y
determined variable, and c) as a person - situation interaction
variab1e.
As the shift to the investigation of work salience is relati¬
vely recent, one should expect a relevant shift in occupational
choice research. It seems that, though scarce, there have been
some studies of this sort. Masih (1962), employing Kuhlen and
Dipboye's (1959) concept of career saliency, examined its
relation to needs, interests, and job values. Career saliency
was defined as: a) The degree to which a person is career
motivated; b) The degree to which an occupation is important as
a source of satisfaction, and c) The degree of priority ascribed
to occupation among the sources of satisfaction. Subjects were
categorized as a) low career salient, b) medium career salient,
and c) high career salient, on the basis of an interview. Two
career saliency patterns were identified, one for men and one
for women. The main findings of this study were : a) In the high
salient group, men showed lower interest in the opposite sex,
higher need to endure long periods of work, interest in higher
level occupations, greater concern for prestige, low desire to
look for jobs. Women showed high need for achievement and
endurance, strong desire for fame but less concern for prestige,
b) In the medium salient group, men showed interest in the
opposite sex and desire to endure long periods of work: but not
great interest in prestige, higher - level or steady occupation.
Women tended to care very little for achievement but were
prepared to endure long periods of work. They were not concerned
with fame but were highly conscious of prestige, c) In the low
salient group, men presented a high interest in heterosexual
relationships and a low desire to endure long periods of work, a
high interest for prestige, fame and steady work. Women seemed
to care very little about achievement, endurance, prestige, and
fame.
Greenhaus (1971, 1973) connected his study on career
salience, defined as the importance of work and a career in
one's total life, with Super's self-concept theory, assuming
that self - occupational congruence would be more characteristic
of high career salient persons. He used the Career Salience
Questionnaire consisting of 28 items. He found a positive
relationship (r =.27 p<01) between career salience and congruence
for males but not for females. There was also a positive
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relationship between career salience and the choice of an
"ideal" occupation for both sexes. A factorial analysis of the
career salience items identified three factors (Greenhaus,
1973): 1. Relative priority of a career compared to specific
sources of life satisfaction (e.g. family, friends, leisure). 2.
General attitudes toward work, i.e. viewing work with positive
affect and anticipation , and 3. Concern with career advancement
and planning for a career.
In a later paper, Greenhaus (1974) reported findings that
supported a positive relationship between one aspect of career
salience (career advancement and planning) and occupational
preference, and satisfaction with life in general.
Super (1978) defined salience as the importance or promi¬
nence, as shown by attitudes, knowledge, or behaviour. He
considered that the major subsets of terms included in the term
were involvement, engagement, commitment, participation and
orientation (Knasel, Super, and Kid d, 1981)
In sum, it seems that an imperative prerequisite of any
career- related research should be the examination of the
relative importance of work in the particular sample that is
being examined. With reference to occupational choice, in
particular, more attention should be paid to those groups of
young people who view the prospect of getting a job as an
unimportant routine task in their lives. For this to be
attained, work salience research should be extended to young
people who have not yet entered employment. An effort should be
made to investigate the importance of work among young people
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and to identify those young people who do not foresee any
intrinsic satisfaction in getting a job or who view work as
something undesirable but compulsory in present society. In this
sense, a firm distinction should be made between work, an end in
itself, and employment, that is the instrumental attitude to
work, where work is viewed, and sought as a means to other ends.
It is our belief that such attitudes are not yet common but
are increasing in number within same groups of young people, and
we should think that such groups are not always similar to the
"disaffected lads" described by Willis (1977). The uncertainty
of job entry, the welfare state, the multiplicity of messages
and stimuli in western societies may have contributed in shaping
some new attitudes in some groups of young people concerning the
importance or necessity of work. On the other hand, it could be
argued, from a marxist point of view, that work lost any
intrinsic value from the moment that workers were alienated from
their products.
Whatever the case may be, such attitudes should be further
investigated, in order to identify the social and economic para¬
meters that help in shaping them, and the social groups that
espouse them or reject them.
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3. Values
The second concept on which this research concentrated was
the concept of values. Reference to values is abundant in both
sociological and psychological theory connected with occupa¬
tional choice, but perhaps because of the inevitable lack of
specificity inherent in such a key aspect of human behaviour,
and because of the difficulty of operationalizing and measuring
such a broad concept, no integrated value - centred theory has
been presented with regard to occupational choice.
The basic hypothesis of this research was that occupational
choice is a value attainment process, in other words, an effort
on the part of the person to realize, through work, some of his/
her most valued goals. Of course, such an approach does not
disregard the reality factors that stem from the social
structure or the employment policies, but to the extent that
free choice is feasible, this approach could offer a plausible
explanation why certain job alternatives, within the same
occupational level and the same occupational field, are
considered, while others are ruled out.
We shall examine here the general concept of values first,
and then we shall concentrate on the more specific concept of
work values. Next we shall present the instruments used in this
research for the measurement of values.
Values, as a concept, seem to pervade all the social sciences.
Parsons (1968) suggests that values are "patterns at the
cultural 1 e i'e I uh i ch can, by institutionalization, become
determinants - of course, never alone - of empirical social
process" , and he considers "value commitments" one of the four
generalized symbolic media of interchange that operate within
societal systems, as conceived in his theory of social action
(the other three being money, political power, and influence).
Tyler (1978) presents the view that, of all the structures,
through which human possibilities are selected and actualized in
individuals, value systems are the most comprehensive and
probably the least understood. Rokeach (1973) believes that the
value concept, more than any other concept, is an intervening
variable that shows promise of being able to unify the diverse
interests of all sciences concerned with human behaviour. The
importance of values in the behavioural sciences is also
stressed by Feather (1975; 1982a; 1982b), whose work bears a
more direct relevance to our topic.
There have been different definitions of values. One of the
earliest was presented by the anthropologist C. Kluckhohn (1951)
who defined values as conceptions of the desirable, which
influence the selection from available modes, means and ends of
action. This definition was also adopted by Parsons (1968). The
philosopher C.Morris (1956 - in Tyler, 1978) did not present a
definition but he distinguished three ways in which the term is
usually employed: as a tendency to prefer one thing to another;
as an anticipation of the outcome of preferential behaviour; and
as a concept about what is desirable, whether or not it is in
fact preferred. Another definition is presented by Brewster
Smith (1963) who considers values "conceptions of the desirable
that are relevant to selective behavior".
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Rokeach (1973) has presented a thorough conceptual and
empirical investigation of values. According to Rokeach: "A
value is an enduring belief that a specific mode of conduct or
end-state of existence is personally or socially preferable to
an opposite or converse mode of conduct or end - state of
existence. A value systea is an endur ing organ i zat ion of
beliefs concerning preferable a odes of conduct or end - states
of existence along a continuua of relative importance" (p.5).
Rokeach explains his conceptualization further: A value is
enduring and not stable or unstable, because if it were
completely stable there would be no social or individual change.
If, on the other hand values were completely unstable,
continuity of human personality and society would be impossible.
The enduring quality of values arises from the fact that they
are initially taught and learned in an absolute, all - or - none
manner.
A value is a belief of the "prescriptive or prescriptive
type", i.e. one which some means or end of action is judged to
be desirable or undesirable. As all beliefs, values have
cognitive, affective and behavioural components: they are
cognitions about the desirable, they imply affect for or against
something, they are intervening variables that lead to action
(Rokeach, 1973).
By the term "mode of conduct" and "end-state of existence",
Rokeach refers to the distinction between means- and ends-
values made by previous theorists. In this respect he dietingui-
• 78
shes two kinds of values: i nstrumental and terminal values,
which are -further distinguished into personal and social values
(the terminal ones) and moral and competence values (the
instrumental ones).
Finally, Rokeach deals with the meaning o-f preference which
also appears in his definition, because this has always
introduced an ambiguity into attempts at definition, in
particular: a) Whether it is assumed that worth resides in the
stimulus object or the stimulus object's worth is a function of
human perception (Cooper and McBaugh, 1966) or b) Whether there
is a distinction between the "desirable" and the "desired", the
"preferable" and the "preferred" (Smith, 1963; Lorr et al.,
1973). Rokeach believes that values represent preferences in two
ways: a) a preference for one end-state over an opposite end
state, and b) preference for a particular mode or end-state, not
only when it is compared to its opposite but also when compared
with other values within the individual's value system.
The difference between values and attitudes, according to
Rokeach, is that attitudes represent an organization of several
beliefs around a specific object or situation whereas values
refer to single beliefs of a very specific kind. He also
distinguishes values from needs, mainly on the grounds that
needs have always been the centre of attention in animal
observation, and never values: "Values are the cognitive
representations of needs, and nan is the only animal capable of
such representations and transformations."(p.20). Values are
also viewed as the cognitive representations not only of
individual needs but also of societal and institutional demands,
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of sociological and psychological -forces acting on the
individual. Locke (1976) also, distinguishes between needs and
values:
"Hhile needs are "objective" in that they exist regard¬
less of t<ihat the person wants, values are "subjective" in
the sense that they are "in consciousness". HhiIe needs
are innate (inborn), values are acquired (learned). Thus ,
»hi le all men have the same basic needs, men can (and do)
differ in what they value. Hhi1e his needs confront man
nith the requirement of action, his values determine his
actual choices and emotional reactions, "(p.1304).
Another distinction is between values and interests. Rokeach
criticizes Allport, Vernon, and Lindzey's (1960) Study of Values
that it fails to distinguish between the two concepts, a
criticism in accordance with similar ones by Smith (19<63), and
Lorr et a 1. (1973). An interest according to Rokeach, is one of
the many manifestations of a value, having some common
attributes with the value, but, in general, being a narrower
concept. It cannot be classified as an idealized mode of
behaviour or end-state of existence.
Culture, society and personality are considered by Rokeach the
major antecedents of values, while attitudes and behaviour are
their major consequents. Thus, values can be (and have been)
treated both as independent and dependent variables, depending
on the approach and the discipline in which one is moving:
"Virtually every comparison we have undertaken bet ween
groups differing in cultural, demographic, social class, or
personality variables has uncovered distinctive value
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patterns. Similarly, distinctive value patterns have been
found to underlie differences in virtually every attitu-
dinal, behavioral, life style, interest, and occupational
variable. Thus, values seen to be itp1icated either as de¬
pendent or independent variables at virtually all levels
of social analysis - cultural, institutional, group, and
individual. It is tempting to suggest, even at the risk of
oversimplification, that the the fields of anthropology
and sociology are more concerned with values as dependent
variables, and psychology is more concerned with values
as independent variables, "(p.326).
Most sociological work Examining values has been concerned
with differences in values and value orientations between
different social classes. Centers (1949) suggests that a
person's status and role with respect to the economic processes
of society, impose upon him certain attitudes and values, as
well as a consciousness of membership in some social class which
shares those attitudes and values. The most interesting dif¬
ferences between social classes appear in the domain of values
and wishes. Similar views are presented by H.Hyman (1954); F.R.
Kluckhohn and F.L. Strodtbeck (1961).
Thus, Kohn and Schooler (1969) report findings that suggest
that people of higher social class position seem to value
self-direction, whereas those of lower class position value
conformity. Not all sociologists, however, agree that there are
distinctly different value patterns for different social
classes. Two interesting interpretations for social class
differences in values have been presented by Rodman (1963) and
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Turner (1964). Rodman speaks of a "value stretch" on the part of
the lower classes who share the general values of society but in
addition they have stretched these values, or have developed
alternative ones, so that they can adjust to their deprived
circumstances. Turner introduces the concept of "value-rele¬
vancy" or "value compartmentalization" i.e. values are accepted
by different classes in abstract situations but they are
translated into class-relevant goals and modes of behaviour
(Han, 1969; Banks, 1976; McKinney, 1975).
In view of all these theoretical speculations about values
being a useful instrument for the explanation of different
aspects of social behaviour, we shall concentrate our attention
on existing empirical evidence concerning the relevance of
values to different aspects of the occupational choice process
and their relationship with variables directly connected with
this process. Next, we shall present the instruments used for
the measurement of values in this research, and how values were
combined with a motivational model in the effort: a) to examine
occupational choice as a value attainment process, and b) to
bring together some aspects of psychological and sociological
theory.
3.1 Values and Occupational Choice
A choice situation is partly determined by the prior beliefs
and values of the actor (Williams, 1971), and occupational
choice has often been examined in this context.
Ginzberg (1951) was the first to point out that an effective
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occupational choice can only be supported by the individual's
value system. The -first extensive study o-f the relationship
between values and occupational choice was conducted by
Rosenberg (1957). Rosenberg suggests that when an individual
makes a selection from a given number of alternatives, it is
likely that some value is behind the decision, and in the case
of occupational choice "to ask «hat an individual wants out of
his nork is to a large extent to ask Nhat he w ant s out of
life."
The same line of thought appears in Katz's (1963)
conceptualization of the career decision-making process. He
suggests that this process is: 1) prompted by the cultural
(educational-occupational) system which, requiring a decision,
creates a disequilibrium between the individual's present state
of knowledge and the one necessary for decision-making; 2)
mediated by symbols that permit the individual to translate
his evaluations of past events into expectations for the future;
3) shaped by differentiated characteristics of individuals;
and 4) resolved when a new equilibrium has been established.
And Katz concludes that such a model suggests an interplay of
social and psychological forces but does not portray the
dynamics of interaction. And he concludes that if there is a
single synthesizing element that orders, arranges, and unifies
such interactions, that ties together an individual's
perceptions of cultural promptings, motivating needs, mediating
symbols, differentiating characteristics, and sense of
resolution, that relates perceptions to self-concepts, and that
accounts most directly for a particular decision or for a mode
of choosing, that element, he suggests, is the individual's
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value system.
Schwarzwel1er (1961) reports findings that support the
general hypotheses that 1) value orientations influence
occupational selection, and 2) occupational value orientations
are learned in the socialization process. Similar views about
the relation of values to occupational choice or to aspects of
job behaviour are presented by Miller (1956), Katzell (1964),
and Simpson and Simpson (1960).
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3.2.Work Values
Most of the studies mentioned above were concerned with
different sets of values that were not directly related to an
occupational framework; they were of the type to which Rokeach
refers as "life values" or most sociologists would describe as
"personal values". Soon, however, as the interest in the
relationship between values and occupational behaviour was
growing, an increasing effort was made to distinguish a separate
set of constructs that would refer more directly to occupational
behaviour.
Although the concept of "work values" was introduced in
occupational research in the 1950s, and has been investigated
extensively since then, there has never been a universal
agreement as to the exact meaning of the concept. Moreover, the
individual items labelled "work" or "occupational" values vary
in number among different researchers, starting from as few as
five (Hammond, 1954) and extending to as many as twenty three
(Daws, 1965). Kidd and Knasel (1980) indicate that the most
widely agreed-upon work values for young people are: security,
prestige, salary, interpersonal rel ationships, independence and
altruism. In addition, the majority of researchers also include:
working conditions, influence/leadership, interesting work and
achievement.
Zytowski (1970a) defines work values as "a set of concepts
which mediate between the person's affective orientation and
classes of external objects offering similar sat isf act ions"
(p. 176). Most researchers do not offer a definition, thus, the
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meaning they attach to work values varies. Other definitions
that appear in the literature are:
"A per son ' s attitudes to Hard ho r k in general... (and) the
m e an ing that an individual attaches to his nor k role.." (Mo 1-
lack et al., 1971, Zedeck et a!., 1981).
"The empirically measured tendency to react favorably or
unfavorably to certain generalized conceptions about nork"
(Per rone, 1973, p. 117)
"Values are objectives that one seeks to attain to satisfy a
need (...), satisfactions nh ich may be the by - products or the
outcomes of nor k as Nell as those Nhich men and no men seek in
their nork activity." (Super, 1973 p.p. 190-191)
".. .The qualities that norkers desire and seek in the
activities in nhich they engage or in the objects that they make
or acquire," (Dr ummon d et a 1. , 1977, p. 23) .
F'ryor (1979) points to the lack of a generally acceptable
definition and he attributes this to the insufficient thought
that has been given to the nature of the concept, particularly
to the relation between the v a 1 u e r and the v a 1 u e d and
to the distinction between the affective and evaluative aspects
of values:
"An adequate conceptualization of nor k values is depen¬
dent first on each value statement being considered as
an observation of a particular psychological fact, namely
the relation between the valuer and the valued. The
second requirement is that nor k values (...) may be cate¬
gorized according to properties of either the valuer or
the valued. Third, nor k values should be considered
exclusively as statements of preferences and not as
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Moral i mperat i ves. The problem w ith the label " nork value"
is that it is misleading because it suggests that
evaluative statements (moral imperatives) are being
considered rather than affective (preference) statements
This is the direct opposite of the real situation."
(Pryor, 1979, p. 254).
Pryor proposes an alternative term - work aspect preference
(WAP) - defined as a statement of the relation between a person
(the subject of the relation) and a particular quality of work
(the object of the relation). The nature of this relation is
that of a greater or lesser liking, when the person has the
opportunity to make a choice.
Despite the lack of clarity in the conceptualization and
definition of work values, there has been a considerable amount
of research in which work values have been employed as a central
explanatory concept.
The main work values inventories, according to Zytowski
(1970a) are:0ARS (Hammond's Occupational Attitude Rating
Scales), VVI (Stefflre's Vocational Values Inventory), WVI
(Super's Work Values Inventory) and the MIQ (Minnesota
Importance Questionna i re ). To this list we should add: the OVI
(Occupational Values Inventory - Impelliteri and Kapes, 1971),
the OWVI (Ohio Work Values Inventory - Hales and Fenner, 1972),
the Survey of Work Values - W o11 a c k, Goodale, Wijting, and
Smith, 1971). Table -3.1 presents the work values measured by six
inventories.
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Table. 3.1: VALUES MEASURED BY WORK VALUES INVENTORIES. (Adapted
from Kidd and Knasel , 1980).
MIQ WVI OVI OWVI SWV VVI
Security + + + + +
Status/Prestige + + + + + +
Money + + + + + +
Esthetic/Self
realization + + + +
Achievement + +








gement + + +
Super vision/Re¬
lations + + + +
Super vision/Te-
chnical +
Independence + + + + +
Social Service + + + + +
Creativity + + + +
Moral Values +
Ability Utili¬







Object Orien t a-
t i on +
MIQ:Weiss et a 1 . (1964),WVI:Super(1969),0VI:Impel 1iteri( 1972)
OWVI:Hales,1972),SWV:Wo 1 lack*1971),VV I:Steff1re(1959)
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3.3. Previous Research Employing Work Values
Work values have been used extensively in research within the
broader -field of individual differences. Two main approaches can
be distinguished: In the first, values are studied individually,
in the attempt to relate difference in magnitude or strength of
a particular value to background characteristics such as age,
sex, and social class. In the second, individual differences in
a set of work values are examined in an effort to establish
value profile differences for different individuals (Kidd and
Knasel, 19B0)
l.Sex differences. Dipboye and Anderson (1959) found a general
overall similarity between girls and boys (rho=.83). The main
differences were: girls tended to value more highly prestige,
interesting work, working conditions, relations with others,
while boys tended to value more highly salary, advancement, and
independence. Hales and Fenner (1973), in a study employing the
OWVI and 6th grade pupils, found significant differences between
males and females on object orientation, altruism, and solitude.
More recent research by Wijting et al. (1977, 1978) in which
the Survey of Work Values was employed, showed a decreasing
strength in work value differences, so that, by the end of high
school, the work-values profiles of boys and girls were chara¬
cterized by considerable similarity. In general, an extrinsic
value orientation was more typical of boys, whereas girls tended
to have a more intrinsic value orientation.
2. Age differences. No significant age differences have been
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found, at least between different age groups of adolescents
(C.H.Miller, 1954; Thompson, 1966; Gribbons and Lohness, 1965),
particularly after the 9th grade of high school when, as it
seems, the value system has been fairly stabilized (Wijting et
a 1 . , 1978). This does not seem to be true, if late adolescence
is compared to late childhood or early adolescence (5th to 6th
grades) (Wijting et al., 1978; Hales and Fenner, 1972),
Two studies, however, reported changes in individual values
between the 9th and 10th grades, and the 12th grade, parti¬
cularly in intensity, (Kapes and Lotowycz, 1972; Kapes and
Strickler, 1975). It seems that strong values grow stronger and
weak values grow weaker, during late adolescence (Kapes and
Strickler, 1975).
When the secondary socialization process in the world of work
has started, differences in value profiles seem to become more
substantial, as Taylor and Thompson (1976) found in their study
of different age groups of workers.
3.Education and work values. It seems that there are no
substantial differences in work values between groups differing
in academic achievement (Sprinthall, 1966), but Perrone (1965)
reports more concern for security in low achieving girls. The
type of curriculum attended appears to be a more important
correlate of work values (Kapes and Lotowycz, 1972; Kapes and
Strickler, 1975; Wijting et al., 1977).
4 . F a ml 1 y and work values. The influence of family background
in the development of work values was examined by Kinnane and
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Fable (1 962) and Kinnane and Bannon ( 1964). In the -first study
five out of six hypotheses concerning the relationship between
work values and family environment were confirmed. Similar
results are reported by Paine et al. (1967). In the second
study, Kinnane and Bannon found perceived parental influences to
be highly related to socio-economic status of the family. Also,
there appeared to be a tendency in females to identify with the
father, if he was engaged in professional work and had a higher
educational level than the mother. In the case of skilled or
semi-skilled father, girls tended to identify more with the
mother.
Opposite results, however, again with perceived and ascribed
value systems, were reported by Wagman (1968), who found
distinctive patterned differences between the occupational value
structure of sons and daughters and their parents. It seems that
at early adolescence children's values are more similar to those
of like sexed parents but at later stages both boys' and girls'
values are similar to those of their fathers (Wijting et al.,
1 978; Per rone, 1965).
5.Occupations and values. Relations between occupations and
values were first examined by Rosenberg (1957) who found a
relationship between value orientations and choice of certain
occupations (e.g. people-oriented values were more strongly
related with with choice of medicine, social work or personnel
management as careers).
Similarly, Miller (1956) reports a relationship between high
value scores and expressed occupational choice. For example,
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high security scores seemed characteristic of the "no-choice"
group, those o-f her sample o-f pupils who had stated that they
had not made an occupational choice, and high social rewards
scores o-f the "de-finite-choice" group. Observed differences,
though, were not so significant, as to allow a definite
acceptance of such relationships.
Greenhaus and Simon (1977) examined intrinsic - extrinsic work
characteristics and their relationship to career salience and
occupational choice. At a medium career salience level, valuing
intrinsic work characteristics seems to facilitate making
occupational decisions, and at the high career salience levels,
valuing intrinsic work characteristics seems to reduce the
likelihood of having made an occupational decision.
The value patterns between occupational aspiration and
occupational expectation appear to be similar, with minor
differences in certain values (e.g. independence, advancement,
benefits etc.) (Glick, 1964).
Work values also seem to differentiate satisfactorily between
different occupational groups (Wollack, 1971), or levels, within
the same occupational group, as in the case of differences
between police science students and police officers (Zedeck,
1981), although this could denote differences in secondary
socialization processes.
Finally, significant value differences were found between
groups differentiated by level of job satisfaction. Job
satisfaction seemed to be more closely linked to intrinsic,
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rather, than extrinsic factors of work (Drummond et a 1., 1977).
6. Social class and work values. Research on work values and
their relation to social class seems to be rather scarce and
lacking in methodology. In Schwarzwe 11er ' s (1 960) study, social
class was measured by the occupational status of the expressed
choice thus the reported results must be accepted with caution.
Occupational choices were classified according to Edwards'
scale. Professional, semi-professional and managerial jobs were
coded in the high category, all others in the low. In the case
of boys, a negative relationship was observed between status
choice and values on material comfort, hard work, and external
conformity. On the other hand a positive relationship was found
between the status of occupations chosen by the boys and
creative work, work with people, and service to society. In the
case of girls there was a negative relationship between status
choice and "familism". Material comfort and hard work were
negatively related to status choice, while mental work, work
with people and service to society were positively related.
Andrisani and Miljius (1977) report a significant relation¬
ship between preferences for intrinsic or extrinsic aspects of
work and social class, in their vast sample of two cohorts of
males, one of ages 14-24, and the other of middle-aged men
45-49. Social class, however, was measured by a "self-employed"
- "public-sector-wage-and- salary" and "private-sector-wage-and
-salary" trichotomy. In the same study, though, socioeconomic
background of the family displayed "little predictive power in
explaining differences in work preferences for either group"
(p.28)
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Hales and Fenner (1 973) did not -find any social class dif¬
ferences in work values but their sample was elementary school
pupils and, as the authors indicate, social class differences
may emerge at a later stage.
It seems that social class differences in work values either
do not exist or, more probably, have not been tested adequately.
For the time being, it could be argued that evidence in the
literature (Centers, 1948; Centers and Bugental, 1966) points to
the existence of social class differences on the extrinsic-
intrinsic dichotomy, something that can be supported by theore¬
tical speculations (e.g.Carter, 1966; Jackson and Marsden, 1962;
Willis, 1977).
In view of all this evidence, we could say that work values
can be a very useful construct in explaining differences in
occupational choice behaviour and in throwing more light in the
process itself. It is surprising, though, that no effort has
been made to investigate how values come to be related with
final occupational entry. Most researchers have tried to
describe what values are connected with specific choices, or
other kinds of work behaviour. The link between values, viewed
as the core of a person's cognitive structure, and behaviour,
viewed as the end - product of cognition and evaluation, has not
been, in our view, adequately investigated in the case of
occupational choice. A noteworthy exception could be Philips'
(1964) examination of occupational choice as a "value
deprivation" process.
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A basic assumption of this study is that an individual
embarking on the occupational choice process is in fact
attempting to realize his value system, through the chosen or
considered alternatives. Thus, occupational choice will be
examined as a value attainment process within the broader
context of motivation. In this way, values (the cognitive
structure) and motivation patterns (behaviour) will be brought
together in an effort to explain why an individual chooses in
this way and not in another, and why he is motivated toward
certain alternatives and not others. In this way it is believed
that different aspects of occupational choice theory
(e.g. developmental, differential, socialization, opportunity
structure etc.) will also be brought together.
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4.Occupational Choice-A Motivational Approach
The third concept on which this research was based was the
concept of motivation. In an effort to to combine both
psychological and sociological elements in the examination of
the occupational choice process, we decided that values, and
work salience (attitudes), as well as motivation, in which
psychological elements (perceptions, personality ) and social or
cultural structures (valued goals, socialization patterns ) meet
in individual behaviour, could serve as our investigatory tools.
Such an approach was first suggested by Kuvlesky and Bealer
(1966) who pointed to the ambiguity that the concept of aspira¬
tion entailed. It is fruitless simply to try to define a per¬
son's goals; people, according to Kuvlesky and Bealer, may hold
a number of different goals at any one time, but what is of
importance is the strength of their orientations towards parti¬
cular goals, and how strongly each goal is held in relation to
others.
Timperley (1974) taking up this line of thought suggests that
an integration of psychological and sociological elements could
be attained by the use of a cognitive social - psycholgical
approach and as such he thinks that Vroom's (1964) model could
be employed:
"one of the major motivational discussions of occupational
choice is that by V r oom, who to a considerable degree does
succeed in giving to his theory of occupational choice a
social-psycho logical perspective. Vroon, though essentially a
motivational theorist, does acknowledge the two-way nature of
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the it ot iv at ion process , eit p has i s i n g not on I y the effect of
motivation a I variables on people's behaviour in obtaining and
performing nork roles, but also the effects of the entry process
and the nor k role on motivational variables. In this respect,
therefore, it is possible for occupational choice to be treated
as a fund ion of the relationship betNen the motives of persons,
and the actual or cognised properties of nor k roles".
(Timperley, 1974 , p. 70).
Vroom's theory of work motivation belongs to the expectancy-
value theories of motivation and shall be examined thoroughly
in the next chapter. Herriot and Ecob (1979) believe that use of
such models is complementary to structuralist and developmental
theories. Kidd (1981), writing of similar approaches, says that
studies carried out employing expectancy - value models have
demonstrated particularly the contribution of the individual's
own work values, the rewards he sees from work, and his view of
the attainability of the occupation, in the explanation of the
choice process. To this we could add that, to the extent that
work values and perceptions of attainability, and a number of
other elements that the model allows to be added, reflect
social, or even economic structures, the scope of the use of
such a model can extend from the examination of individual
behaviour to speculations on group behaviour.
4.1.The concept of work motivation
Motivation can be conceptualized as "The "Nhys" and
"nher efor es" behind our actions" (The ABC of Psychology,
Penguin, 1981). A motive is "an internal state «h ich leads to
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behaviour being directed in a particular direction or towards a
known goal. " (Evans, 1978).
Work motivation can be de-fined as "conditions which influence
the arousal, direction, and maintenance of behaviors relevant in
work setting " (McGormick and Ilgen, 1981, p. 261); Campbell
and Pritchard (1976) explain this concept further:
"It seems most meaningful to view mot i vat ion as a label for
the determinants of (a) the choice to initiate effort on a
certain task, (b) the choice to expend a certain amount of
effort, and (c) the choice to persist in expending effort over a
period of time. That is, motivation has to do with a set of
independent / dependent variable relationships that explain the
direction, amplitude, and persistence of an individual's
behavior, holding constant the effects of aptitude, skill, and
understanding of the task, and the constraints operating in the
envir onment."(p.65)
This, translated to occupational choice terms, would mean
that a motivational approach would seek answers to the following
questions: 1. What has determined the choice of the individual
to pursue a particular occupation? 2. What is it that makes the
individual persist in the pursuit of the occupational goal? 3.
Why is the individual prepared to go through intermediate
courses of action in order to attain the final goal?
The answers to these questions would include a variety of
situational, cognitive and affective factors many of which
should have their roots embedded in previous developmental,
social, and cognitive patterns and frameworks, the origins of
which are not of direct interest to the approach. In this way
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attention would be shifted from the "Who chooses what?" question
to "How does one choose?"
Warr (1975; 1976) discussing theories of work motivation
suggests that we should be concerned with specific actions and a
person's reasons for wanting these actions or not wanting them:
"Reasons involve thoughts and wants about oneseIf and one's
situation, so that to understand n ot i v at i on n e have to study
thinking and Nanting. Uhet her or not these processes are re¬
flected in behaviour" (197 6 , p . 144)
Warr identifies nine types of "reasons" connected with work
motivation theory:
1. Intrinsic desirability of an immediate outcome.
2. Intrinsic desirability of consequential outcomes.
3. Social comparisons.
4. Social pressures.
5. Trends in aspiration levels.
6. Perceived probability of attainment.
7. Habits.
8. Other wants and actions.
9. The structure of actions.
Every choice situation is one of immediacy and although the
antecedents of a particular choice behaviour can be sought in
the development and the psychological make-up of the individual,
the choice behaviour itself is a separate action determined
primarily by immediate cognitions and situational factors. These
could operate differently if the same individual were facing a
different situation. On these grounds and on the grounds of
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evidence from motivational research and speculation it is here
contended that a fruitful way to examine and understand occu¬
pational choice would be to do it in a motivational, ahistorical
framework, concentrating on the immediate factors influencing
and determining the choice behaviour. Such an approach, though,
would also allow for subsequent examination of developmental or
other antecedents of choice and of group differences.
Within such a framework, we thought that the inclusion of
personal values in a motivational model, in a way that will be
described later, would give us some indications with regard to
the way that social structures and the socialication process
reflect on individual behaviour. That would be a first step that
would probably allow further extrapolation to the sociological
level of analysis, more specifically to speculations on how
social demands are translated into individual perceptions and
aspirations.
4.2 Cognitive Models of Motivation
Not all work motivation theories have dealt with the occupa¬
tional choice process. Most of them have been mainly concerned
with job satisfaction and job efficiency and performance. Only
theories labelled "cognitive" or "expectancy - value" have
tapped aspects of work behaviour connected with occupational
choice. All these theories have their origin in the work of Kurt
Lewin (1935; 1938) and in the cognitive developments from
Experimental Psychology associated with Tollman's work.
Lewin argued that psychology must develop a more coherent and
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useful conceptual scheme for thought about the contemporaneous
determinants of actions, than the one provided by the S-R theo¬
ries. His theory of motivation developed from the principles of
Gestalt psychology, according to which the perception of an
object is influenced by the field of forces surrounding it, and
the interrelationships of these forces. Similarly, Lewin argues
that behaviour occurs within a psychological field and that, at
any given moment, it is determined by many interacting forces.
His conceptual representation of human motivation took a mathe¬
matical form in his famous equation: B=f(P,E).
Behaviour (B) must be considered a result of the interaction
of the person (P) and the immediate environment (E). Thus, the
principle of contemporaneity was stressed, i.e.the only determi¬
nants of behaviour, at a given time, are the properties of the
person (P) and the immediate environment (E), as it exists for
the person at the time.
His approach was ahistorical, emphasizing conditions existing
at the moment behaviour is taking place, all the antecedents of
present behaviour having contributed to the properties of the
person existing at the moment of action. As Victor Vroom (1964)
says:
"Ahistorical node I s of choice behavior bypass many of the
prob 1 ens that concern the psychologist interested in learning.
The choices made by a person in a given s i t oation are explained
in ter as of his not i v e s and cognitions at the tiae he aakes the
choice. The process by which these motives or cogn i t ions were
acquired is not specified nor is it regarded as crucial to a
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consideration of their present role in behavior."(p.14).
The general -format of cognitive models of motivation, according
to Heckhausen and Weiner (1980) is : S - Cognition - R, that is
an antecedent stimulus, viewed as a form of information rather
than stimulation, is conceived, encoded and transformed into a
"belief". Peters (1977) suggests that there are two assumptions
underlying such models; first, that the behaviour is rooted in
the belief system of a person (expectancy beliefs,
instrumentality beliefs) and second, that these beliefs are
based, at least in part, on the actual environment in which one
finds himself.
It is our belief that the great impetus of research on
occupational choice seems to be turning from developmental and
matching approaches to motivational and decision - making ones.
This should be in line with the general trend in organizationa1
psychology where an increased interest in motivation has been
observed (Mitchell, 1979).
We shall consider next Vroom's theory of work motivation that
has been extensively tested in the occupational choice setting.
Other ex pectancy-va1ue theories that have been applied to a
larger or lesser extent to the occupational choice setting are:
the Subjective Expected Utility (SEU) theory (Edwards, 1954;
1961) and the Achievement Motivation theory (MCClelland,
Atkinson, Clark and Lowell, 1953; Atkinson, 1957; 1960; 1964;
Atkinson and Feather, 1966; Atkinson and Birch, 1978). The first
theory has traditional1y been connected with economic decision
theory but some efforts have been made to connect it with
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occupational choice (c-f. Holmstrom and Beach, 1973; Muchinsky
and Fitch, 1975), and the latter theory, after an early
application in this setting (Mahone, 1960), has recently
recently shown an increased interest in related topics (Atkinson
and Raynor, 1974; Raynor, 1974; 1982).
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4.3 V r o o m ' 5 Expectancy-Value Theory Of Work Motivation
Vroom's theory of work motivation has received great atten¬
tion since it was first presented in 1964. It has a great simi¬
larity, in its basic cores and axioms, to the SEU model that
preceded it as Starke and Behling (1975) point out.
Vroom (1964) uses the term motivation "to refer to a pro¬
cess governing choices $ ad e by persons or 1 o vie r organism s among
alternative forms of voluntary action" (p.6). His theory deals
with the major aspects of work behaviour: occupational choice,
job satisfaction, and job performance. It assumes that indivi¬
duals cognitively consider alternatives and make choices, within
the limits of their capabilities. The theory is concerned with
1) The elements of cognitions that go into the decision, and 2)
The way these elements are processed by an individual for a
decision to be reached.
Vroom's theory incorporates two models: the valence model
which can be used to predict job satisfaction, occupational
preference, or the valence of good performance, and the force
toward behaviour model which, according to Vroom can be used to
predict occupational choice, work effort, or remaining on the
job.
The valence model in equation form is as follows:
n
k = l
where Vjithe valence of outcome j; IJt: the cognized
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instrumentality of outcome j for the attainment of outcome k;
Vk: the valence of outcome k; n: the number of outcomes. Or in
theoretical formula: "The valence of an outcome to a person is
a monotonical I y increasing funct ion of the algebraic sum of the
products of the valences of all other out cones and his con¬
ceptions of its instrumentality for the attainment of these
other outcomes." (Vrooa, 1964, p. 17).
For a better c1ar i fication of the above model we need to
define the two concepts: valence, and instrumentality.
Valence is conceptualized as "affective orientations toward
particular outcomes", in other words a person's desire for an
outcome, or the attractiveness of the outcome to the person.
"In our system, an outcome is positively valent w ft e n the person
prefers attaining it to not attaining it (i.e. he prefers x to
not x). An outcome has a valence of zero when the per son is
indifferent to attaining it or not attaining it (i.e. he is in¬
different to x or not x), and it is negatively valent when he
prefers not attaining it to attaining it (i.e. he prefers not x
to x ). It is assumed that valence can take a wide r an ge of both
positive and negative values." (p. 15) . Valence is anticipated
satisfaction, as opposed to value which is actual satisfaction
which may have been experienced to satiation and thus no longer
be desired, or simply may not be desired at a particular point
in time.
Instrumentality is defined conceptually as the degree to
which the outcome in question is seen as leading to the
attainment of other outcomes. It is conceived of as subjective
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correlation between two outcomes, an outcome-outcome association
that "can take values r an g in g from -1, indicating a belief that
attainment of a second outcome is certain witbout the first
outcome and impossible with it, to +1, indicating that the first
outcome is believed to be a necessary and sufficient condition
for the attainment of the second out come."(p.IS)
Simply stated, the above model, in the case of occupational
preference, which is our concern here, means that the attracti¬
veness of an occupation depends on the attractiveness of the
second-order outcomes to which the occupation leads, and on the
degree to which valued or not valued outcomes are perceived to
be connected with the occupation.
Occupational preference is viewed by Vroom thus:
"The preferred occupation of a particular individual at
a given time is defined as the occupation which at the
time has the highest positive valence."(p.53)and:
"Preferences among occupations are also defined in terms
of their relative valence and are predicted to be
systematically related to the estimated consequences of
entry into these occupations and the valence of these
consequences for the person."(p.54)
V r o o m' s force model employs again the concept of valence plus
the concept of expectancy : "An expectancy is defined as a
momentary belief concerning the likelihood that a particular act
will be followed by a particular outcome. Expectancies may be
described in terms of their strength. Maximal strength is
indicated by subjective certainty that the act w i 11 be
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followed by the out cone while minimal (or zero) strength is
indicated by subjective certainty that the act will not be
followed by the outcome" (p. 17). Expectancy is an action-
outcome association, it can take values ranging -from zero to +1.
"The force model is conceptualized as -follows:
The force on a person to perform an act is a monotoni-
ca11y increasing function of the algebraic sum of the
products of the valences of all outcomes and the
strength of his expectancies that the act will be
followed by the attainment of these out comes."(p.IS).
In equation -form:
n
Fx =fi ( Z. (EijVj) )
j = l
where Fi=the -force to perform act i; Eij = the strength of the
expectancy that act i will be followed by outcome j; Vj = the
valence of outcome j.
Stated differently, an individual's force to perform an act (i)
is assumed to be the result of a multiplicative function between
the expectancy that act (i) will lead to outcome (j), and the
valence of this outcome (j). The products of these functions
summed across all outcomes (j)(j=l...n) will designate the
magnitude of force to perform act (i). This is put in the
occupational choice context as follows: "The chosen occupation
is assumed to be that occupation toward which there is the
strongest positive force"(p.54).
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In occupational choice terms, the model would mean that the
choice o-f an occupation is dependent on the attractiveness of
the second-order outcomes and the subjective probability of
getting them, which could mean that less attractive outcomes
with high chance of attainment could cause more "force" than
more attractive ones with lower chances of attainment.
Vroom's theory instigated a surprising amount of research
mainly in the organizational setting (job satisfaction and job
performance), but most significantly, a great deal of research
testing the theory itself or aspects of it, and methodological
and/or conceptual issues. A considerable amount of research,
though, was dedicated to occupational preference (cf.Vroom,
1966; Sheard, 1970; Vroom and Deci, 1971; Wanous, 1972;
Muchinsky and Taylor, 1976; Steinlauf, 1978; Schmitt and Son,
1981),and occupational choice (cf. Sheridan, Richards and
Slocum, 1975; Inskeep, 1978; Wheeler, 1978; Erez, 1979).
For the purposes of this research we decided to use the
"valence" model (occupational preference), as we assumed that it
was more suitable for our subjects, secondary education pupils
who were about to make occupational and educational choices. As
they were not very near these choices and the results of these
choices were not in fact always contingent on the choice
behaviour, which would make the measurement of expectancy rather
difficult if the "choice" model was to be used, we thought that
the "valence" (preference) model would give more fruitful
results. We made the assumption that as valence is conceptuali¬
zed as anticipated satisfaction, if we employed personal values
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as the perceived outcomes, our valence scores would indicate the
degree to which such values were perceived to be satisfied
through the different occupationa1/educationa1 alternatives on
which the model would be applied. Thus for the purposes of this
research we refer to valence scores as "value attainment
scores". This approach is in fact the reverse from the one
employed by Philips (1964) who measured "value deprivation" and
similar to an approach employing needs (Schmitt and Son, 1981)
which was published after this research had been conducted.
Next, we shall first examine some of the studies employing
the same model, in more or less the same setting, and then we
shall refer to the main problems related with the theory.
4.4 Previous Research Employing the Valence Model in an
Occupational Preference Context.
Vroom (1966) examined graduate students in a school of
industrial management who were nearing the end of their course.
After "surveying the market" but before making their choices,
each subject ranked the three more attractive organizations,
rated each goal, from a list of fifteen, in terms of importance
first, and then "in terms of the extent to which he believed
that he would be able to attain them within each of the three
organizations."(p.216). As the main aim of the study was to
measure dissonance reduction processes, the procedure was
repeated four weeks later, when choices had been made. A mean
instrumentality - goal score was computed. These scores for
organizations in order of rank were .63, .33, and .19 before
choice,and .64, .23,and .16 after choice. About 60'/. of the
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subjects (of a total of 37 subjects) chose the organization
which at the time of the first measurement had the highest
instrumentality-goal score, about 20"/. the second, and 107. the
third (there were also four ties- 101). V r a o m concludes: "The
first hypothesis -that the attractiyen ess of an or ganizat ion to
a prospective is en be r is directly related to his beliefs
concerning its instrumentality for the attainment of his goals-
was strongly supported by the data."{p.2231 .
As concerned the dissonance reduction processes, findings
suggested that subjects tended to perceive the organization
which they had chosen as more attractive and as more instru¬
mental to goal attainment after, rather than before choice,
something that decreased markedly later, as a follow-up study-
showed (Vroom and Deci, 1971).
Sheard (1970) had subjects rate the importance of 20 work
goals and the perceived attainability of these work goals in six
different types of organ i zations , in order to obtain valence
measures and predict expressed preferences for the six organi¬
zations (the same for all subjects). The Valence x Attainabi¬
lity scores were then correlated with the ratings of the
organizations, and the averages of these correlations ranged
from .78 to .82. In essence, this was a violation of the
original suggestion by Vroom, as the "force" model was actually
used to predict preference.
Wanous (1972) had subjects rank order occupations and then
computed a SIV (Instrumentality x Valence) score for each one.
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Mean SIV scores were significantly related to the overall
occupational ranks.
Mitchell and Knudsen (1973) collected responses to a
questionnaire from 106 subjects. They obtained measures for the
following variables: attitude toward business, occupational
choice (expressed intentions), evaluation of outcomes (12
outcomes rated on three 7-point bipolar scales), instrumenta¬
lities (on a probable-improbable 7- point scale), and two social
dimensions: motivation to comply, and expectations of others. In
their list of outcomes they included outcomes of three different
categories: social (e.g. improving the environment, furthering
peace, equal opportunity etc.), extrinsic (e.g. salary,
promotion, security etc.), and intrinsic (e.g. autonomy,
creativity, intellectual growth etc.). The criterion variables
in their study was attitude toward business and occupational
choice. The multiple zero order correlations were .69 (for
business) and .38 (for choice) when the SIV (preference) model
was used, and .70 and .54, respectively, for the SIV + the
social variables (motivation to comply and expectations of
others). Their conclusions were that the theory seems to predict
well attitude toward business and relatively well occupational
choice, and that the SIV total accounts for almost all the
variance in the attitude score and for about half of the
variance for the prediction of occupational choice, the other
half being accounted for by the social variables.
Muchinsky and Taylor (1976) presented a test of the valence
(SIV) model with 46 subjects, psychology majors. They were asked
to rank order in terms of preference eight educational or
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employment positions they could seek following their graduation.
They were also asked to rank order in terms of attractiveness 15
outcomes, and then to rate them on a scale from zero to 100.
Finally, subjects were asked to rate the perceived likelihood
that each outcome could be satisfied (i.e. instrumentalities) by
each educational and employment position. A SIV score was
computed for each position and was correlated with the prefe¬
rence ratings for each occupation for each subject. Then a
t-test was used to compare mean correlations. As the study was
basically designed to test different methodological aspects of
the model, only mean correlations for the two most wanted
occupational alternatives (graduate degree in psychology, and
graduate degree in professional area) are reported, which are
.77 and .76, respectively.
Similar results in support of the use of the SIV model for the
prediction of occupational preference have been reported by
Wheeler (1978) and Steinlauf (1978). More recently, Schmitt and
Son (1981) used a SIV model to predict choice, employing as its
set of outcomes items which purported to measure existence,
relatedness and growth needs, thus the valence model was tied
with a theory of need structure (Alderfer, 1972). The results
supported use of the valence model. Finally, employing a design
similar to ours West (1983) used Vroom's model with Rokeach's
set of Life Values to predict occupational preference. The
results supported both the use of such a model and the use of
values as the outcomes sought to be realized in the choice of
an occupation.
In general, we can conclude that the valence model has been
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successfully tested as an instrument for the prediction of
occupational preference with considerable support for Vroom's
theory. This could have an impact on counselling practices.
As it is put by Mitchell and Beach (1977):
"There are two possible inp I i cat ions of these results. One
suggestion night be that if job candidates actually thought out
mhat occupational outcomes were important and unimportant, and
hon likely it w as that various occupat ions Mould lead to those
outcomes, they tight make more r at ion a I and satisfactory
choices. A second suggestion is that counse1 in g and guidance
efforts might concentr ate on providing more information about
the actual likelihoods of attaining various outcomes, and the
chances of a particular candidate's being able to attain the
occupation rather than the more trad it iona I information about
how s im i lar the candidate is to those people already in the
occupation." (p.p.220-221)
113
4.5 Conceptual and Methodological Issues Associated with the
Expectancy-Valence Theory.
Mitchell (1974, 1982) has pointed to all the conceptual and
methodological problems associated with the theory. We shall try
to mention the most important ones and, in particular the ones
associated with the valence (SIV) model. Mitchell (1982)
distinguishes three kinds of issues: Methodological, empirical,
and theoretical.
Methodological issues concern the number and the content of
outcomes and the measurement of expectancies, valences and
instrumentalities.
As concerns the number of outcomes, it seems that there is a
general consensus that large numbers of outcomes decrease
predictability. There is disagreement as to the exact number
that would enhance the predictive power of the model but most
researchers would agree on a number not less than 8 or 9 and not
more than 15 (cf. Schwab,et a 1. , 1979; Leon, 1979). Another
issue concerns the way the lists of outcomes to be rated for
valence should be created (i.e. subject or investigator
generated lists). There seems to be unanimous agreement that
subject generated lists and subject relevant outcomes give
better prediction (cf. Mitchell, 1974; Matsui and Ikeda, 1976;
Herriot and Ecob, 1979). It seems that for purely practical
reasons such a design has rarely been employed. To our knowledge
only Starke and Behling (1975) used unique lists involving
the four most desired and two least desired outcomes for each
subject. Matsui and Ikeda(1976) had part of their sample
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generate -five outcomes of their own whereas another part rated a
standard list of 10 outcomes. The self-generated list gave
better prediction.
The problem of the content of outcomes has to do with the use
of negative-positive, and intrinsic-extrins i c outcomes. Empiri¬
cal evidence is not very clear concerning these issues. Thus,
Mitchell and Knudsen (1973) and Kopelman and Thompson (1976)
report better prediction with extrinsic outcomes, while
Steinlauf (1978) reported no difference and Parker and Dyer
(1976) reported that the intrinsic model gave slightly better
prediction. Similar results are reported concerning the problem
of positive - negative outcomes (cf. Parker and Dyer, 1976;
Muchinsky and Taylor, 1976).
Instrumentality measures seem to cause some problems. Most
researchers have treated instrumentality as a probability (e.g.
Dachler and Mobley, 1973), and they do not assign it negative
values, which is contrary to Vroom's suggestion that it should
be treated as an outcome-outcome correlation taking values from
-1 to +1. According to Mitchell's review "to date little
evidence is available as to which strategy is most va 1 id" (1982 ,
p.302).
There seems to be more agreement on the issue of the measure¬
ment of valence, most i nvestigators treating it as importance,
although Vroom conceptualized it as anticipated satisfaction . It
seems though, that he himself soon adopted the "importance"
treatment. In his study (1966) he asked subjects, after studying
the list of outcomes "to rate each goal on a five point scale
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of importance according to a 2, 3, 5, 3, 2 distribution (i.e.
select the tNO highest in importance, the next three highest and
so on)" (p .216) . Other researchers, though, reject such a
design (Dachler and Mobley, 1973), and as it was said earlier,
as far as we know, only Starke and Behling (1975) asked subjects
to rate valence as the amount of satisfaction they would feel if
the relevant outcome was attained.
Empirical issues concern mainly the weighting of Is by Vs
(in the case of the SIO model). There seems to be overwhelming
evidence that unweighted (additive) scores did as well as
weighted ones (c.f. Mitchell, 1974; Sheard, 1970; Wanous, 1972;
Mitchell and Knudsen, 1973; Muchinsky and Taylor, 1976; Stein-
lauf, 1978; Wheeler, 1978).
The main theoretical issue is that the model has been used
extensively in an across-subjects design, whereas the original
theory suggested a within - subjects analysis. A within-subjects
analysis can be conceptualized as a contingency table with two
categories: predicted behaviour, actual behaviour, a design
adopted by Sheard (1970), Mitchell and Knudsen (1973), Parker
and Dyer (1976); Muchinsky and Taylor (1976), Teas (1981),
Schmitt and Son (1981) and many others. An across- subjects
design is basically a corre1 ationa1 one where SIV scores are
assumed to have the same meaning for all the subjects, and are
thus correlated with the criterion (usually ranked or rated
occupational alternatives, in the case of occupational pre¬
ference). Mitchell (1974) points to one of the problems
connected with an across subjects design:
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"For examp le , response sets often confound the pre dictions.
Thus, sone on e w ho systematically rates the extremes on scales
nill have a behavioral prediction that is very different from a
"conservative" subject even though they feel the same way",
(p. 1070) .
To this we could add Parker and Dyer's (1976) remark:
"..between persons tests of expectancy theory may tend to show
reduced validity through no theoretical fault of the model."
(p.98).
Mitchell (1982) suggests that the closer the methodological
procedures are to the original formulation the better the
prediction, but he adds a note of caution, that results show
that even at its best (i.e. thorough, controlled, within
subjects tests) the model seldom accounts for more than 507. of
the variance in the criterion.
Finally, there is some evidence that the inclusion of
normative components, e.g. expectations of others (cf. Mitchell
and Nebeker, 1973; Parker and Dyer, 1976) or of actual
environmental conditions (Peters, 1977; Herriot and Ecob, 1979)
will enhance the predictive power of the model.
Summing up this extended review of the main concepts, uses,
conceptual and methodological issues connected with Vroom's
expectancy-value theory, we shall summarize Mitchell's (1982)
main conclusions:
l.Most researchers agree that the model does not describe
actual motivational processes.
117
2.It is utilized because at an intuitive level it feels
right, and because it has proved to be helpful in pointing out
that behaviour-outcome links are important as well as the
evaluation of outcomes.
3.The main issue that seems to be emerging is: "When is
expectancy theory right or wrong?" It seems that some environ¬
ments, some people and some circumstances are more likely to
result in an expectancy-like process than others.
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5. Instruments
The instruments used in this research were: The Work Quiz for
the measurement of work salience or "the meanings of work", a
revised version of the terminal values set of the Rokeach Value
Survey, an adaptation of Super's Work Values Inventory, and a
structured interview.
5.1 The Measurement Of Work Salience - The Work Quiz
The Work Quiz (WQ) is an inventory designed by K.F.Taylor
(1975) to measure what he called "orientations to work". These
orientations were conceptualized as being different from job
satisfaction, occupational preference, and job involvement. They
are concerned with what work means to people, its centrality in
people's lives.
Taylor's work is categorized by Kidd and Knasel (1980) in the
work salience literature, and as such a measure it has been em¬
ployed here. In a previous section we examined issues related
with work salience. What must be pointed out here is that work
salience literature concerned with young people about to enter
the world of work is rather scarce. On the contrary, it is
abundant as concerns people who have already experienced work.
The inclusion of the Work Quiz in this study aimed at obtaining
a measure of work salience in our sample.
One distinct advantage of the Work Quiz was that it had been
tested with a sample of high school pupils, which made it more
suitable for the sample of this research. Another scale that was
119
considered for the same reason was the Meaning and Value of Work
Scale (MVWS) by Kazanas, Hannah, and Gregor (1975) which had the
additional advantage that it was aimed solely at secondary
education pupils. Unfortunately this scale was unobtainable, as
its authors did not respond to a request for material pertaining
to their work.
Taylor's Work: Quiz was used in this research on the basis of
three main considerations: a) It had been tried before with a
similar sample of secondary education pupils; b) Intuitively, it
looked more suitable, in terms of the content of its items and
the face validity of its scales, for use with a sample of Greek
pupils; c) There was detailed information available for
comparison and possible adaptation.
Taylor (1975) after an extensive review of the literature on
occupational choice, identified three different types of
explanation, from the chooser's point of view: Occupational
choice may be an opportunity for actualization; it may be as a
result of calculation of the costs and benefits of alternative
courses of action; or it may occur because people accept the
destiny which their socio-economic circumstances and earlier
socialization make available to them. For many individuals, it
has been suggested, all three explanations pI ay some part in
accounting for their choice. Each type of explanation implies a
different way of looking at and evaluating work, and have been
called Actualizing, Calculating, and Traditional (p . 61) .
The first form of Taylor's Work Quiz (WQ) consisted of 33
items, allocated in the three scales as follows: 11 Actualizing
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items, 10 Calculating items, 11 Traditional items, and " one
w /) ich (pending further analysisJ w as judged as probably
Calculating, but perhaps Traditional". Rating of individual
items was done on a five-point scale. A first factor analysis
presented a five factor solution. A few years later, a new
factor analysis, with different samples, presented 3 factors,
and three new scales were created with 25 of the original 33
items. The three factors, though, accounted for only 19'/. of the
variance. The three new scales were:
Responsibly Committed: "The person who endorses this group of
it ens not on 1y seeks strong involvement and competent perform¬
ance in his work for the sake of his own; but also there is the
suggestion that he has some altruistic reasons for norkin g."
(p.107)
Traditionally Comfortable: "It seems that people who endorse
these items do not expect their work to be very exciting or ful¬
filling, but they want it to be comfortable, respected, and in
keeping with the expectations of friends and fatily"(p.108)
Fassivelv Unconcerned: Lack of any enthusiasm for work, work
not seen as involving and as an opportunity for self
realization, no wish to give anything to work, no expectations
from work.
The 33 items of the Work Quiz, their abbreviated form, their
initial classifications (A = Actualizing, C = Calculating, T =
Traditional) and their final classifications (RC = Responsibly-
Committed, TC = Traditionally Comfortable, P U = Passively
121
Unconcerned) with their -factor loadings on these last scales are
presented in Table B in the Appendix.
It was decided that no -firm assumptions should be made in
this research about the final scales of the WQ, before it was
newly factor-analysed on the basis of our sample's responses. It
was assumed, on the grounds of the investigator's long contact
with Greek secondary education pupils, that the WQ items would
elicit some meaningful responses, with some reservations about
the items that related to already acquired work experience, as
most of the subjects were not expected to possess any. Thus no
modifications were made and all 33 items were administered to
the subjects. It was hoped that if any clear-cut dimensions
appeared they would be examined and analysed in conjunction with
other parts of the research, and in particular values, and thus
the correlates or determinants of the different attitudes to
work, that would appear in our sample, would be further investi¬
gated.
In addition to the Work Quiz, a number of open-ended
questions in the structured interview that consisted part of
this research aimed at obtaining measures of work salience, but
because of the stereotypic answers most people give to questions
relating to work, it was not hoped that such questions would
offer more than indications of real attitudes.
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5.2 The Measurement of Values
Two instruments were used for the measurement of values in
this research, the Rokeach Value Survey (RVS) and an adaptation
of Super's Work Values Inventory. As the Rokeach Value Survey is
an instrument based on an integrated theory on the importance of
values in the social sciences and has been used extensively in
empirical research, we shall refer to it in more detail. In
addition, Rokeach's theory on the nature of human values can
provide the theoretical underpinning for any value-related
research.
5.3 The Rokeach Value Survey (RVS)
The Rokeach Value Survey consists of two sets of values - 18
terminal values and 18 instrumental values. The terminal values
are assumed to concern end-states of existence, whereas the
instrumental values are assumed to represent modes of conduct.
The individual items included in each set of the RVS were
selected on the basis of a combination of research and intui¬
tion, the number 18 rather arbitrarily set: "As can be seen ,
the overall procedure employed in selecting the two lists is
admittedly an intuitive one, and there is no reason to think
that others working independen11 y would have come up with
precisely the same list of IS terminal and IS instrumental
values." (Rokeach, 1973; p. 30)
The two sets of values with their defining phrases are pre¬
sented in the Appendix.
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The first form of the RVS (Form A) consisted of 12 items in
each set.The defining phrases were later added and the number of
values was increased to 18 (Forms B and C). Forms D and E, the
former with gummed labels that are placed in ranking order, the
latter in a column format with blank spaces for the rankings to
be marked, showed increased reliability and are considered to be
the final form of the Survey. Form D (gummed labels) seems to be
somewhat preferable to all other forms: reliabilities are higher
and it is easier to use.
5.4 Reliability of the Rokeach Value Survey
Rokeach reports two kinds of test-retest reliabilities, one
for value systems and one for individual values. Value system
reliability (Form D, 3 to 7 weeks) ranges from 0.78 to 0.80
(median 0,74) for terminal values and 0.70 to 0.72 (median 0.65)
for instrumental values. The median reliability after a 14 to 16
months interval (N = 204 college students) appears to be 0.69 for
the terminal and 0.61 for the instrumental values, something
that according to Rokeach shows the value system stability over
long periods of time.
For single values (Form D, 3 to 7 weeks) product-moment
reliabilities range from 0.51 to 0.88 (median 0.65) in the
terminal values set and from 0.45 to 0.70 (median 0.61) in the
instrumental values set. Feather (1972b) reports median
test-retest reliablities of 0.74 and 0.70 for terminal and
instrumental values, respectively.
The Value Survey was also tested for order effects, as it is
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presented in alphabetical order, but Cochrane and Rokeach (1970)
conclude that any such apparent effect in the set of
instrumental values was due to the fact that the values which
appeared at the top of the list really were more important to
many subjects than the ones appearing lower. There is also
indication that there is no social desirability effect present
in scoring the terminal value scale (Rokeach, 1973).
The 36 values of the two sets appear to be negligibly cor¬
related but Rakeach's factor analysis showed that the two sets
of values are not totally unrelated: seven bipolar factors
emerged accounting for 417. of the variance, only one of which
was purely "terminal", and another one purely "instrumental" in
that they contained items from one list. No one factor, though,
accounts for more than 107. and thus Rokeach (1973) concludes
that the 36 values cannot safely be reduced to a smaller number.
Such a conclusion was also reached by Feather and Peay (1975)
who employed multidimensional scaling and clustering techniques
which are mora suitable for ordinal data, such as these are.
Concerning the problem of the semantic meaning of the items
in the two sets, which we consider the most important issue
associated with verbal cues aiming at eliciting responses, as we
shall point out later, in the results section, Rokeach claims
that far more important than the semantic meaning is the
psychological significance that a particular value has for a
particular person. This significance can be inferred from
observation of the ranks allocated to other individual values in
the set, and to this effect Rokeach presents the example of the
ranking of "freedom" in relation to the ranking of "equality".
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The exact meaning attributed to each can be inferred by the
ranking also given to the other.
Rokeach enumerates the advantages of the Value Survey thus: -
It is simple in design and economical to administer to indi-
duals and groups.
- It is easily grasped by people of all ages, and it is usually
found, especially the gummed label version, interesting, thought
provoking, and ego-involving.
- Responses to the Value Survey are directly expressed in
quantitative terms, thus eliminating the need to score it. And
he concludes:
"Unlike other projective tests, hoNever, it does not have to
be disguised, does not a 1 Ion free responses, and does not
require trained personnel to administer it. As far as is
presently knoNn, it is free of such methodological defects as
order effects and social desirability response sets. It yields
separate quantitative measure of values and systems of values.
(...) It can be employed to test theoretically derived
hypotheses but it can also be used in a pure I y empirical manner
to describe similarities in and differences betNeen any two
groups one may happen to be interested in. Finally, the Value
Survey can be meaningfu11y employed across all the social
science disciplines to provide data that are substant ive 1 y
r e levant to each discipline.(p.51-52)"
5.5 Studies Employing the Rokeach Value Survey
Rokeach has used the Value Survey in a number of studies to
examine differences and similarities between different groups
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di-f-ferentiated by sex, age, income, ethnic and racial origin,
political affiliation, religion etc. In all cases the survey
differentiated between groups satisfactorily. Other studies that
support the use of the RVS are reported by Sutherland and
Tanenbaum (1975) and Munson and Posner (1980), but the most
impressive body of research connected with values in general,
and the RVS in particular, is the work of Norman Feather (1970;
1971a; 1971b; 1972a; 1972b; 1974; 1975; 1982a; 1982b; 1982c)
which we shall examine in more detail because it is not only
concerned with empirical evidence, but also with the theoretical
underpinning of the employment of values in psychological
research.
Feather (1975; 1982a; 1982b) set out to examine value dif¬
ferences and similarities but he soon proceeded to an effort to
connect value research with the expectancy-value theory of
motivation. His considerations revolve around two main axes: the
person-environment fit, and the motivational aspects of values.
The person-environment fit and in particular the value fit,
is viewed in terms of what Feather calls coqnitive ecoloqy "a
napping of the per son-environment system fros the v i evipo in t of
the person" (1975 , p. 6 0). Perceived information from the
environment may be discrepant with the person's corresponding
abstract structures (one of which is his value system) and it is
assumed that the person will attempt to resolve these structural
discrepancies in order to achieve a relatively stable view of
his physical and social environment. It is also assumed that if
there is a choice situation the person will be biased toward
those environments that minimize the discrepancies. Feather
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investigated discrepancies between own and perceived environ¬
ment rather, than the objective environment "in the belief that
it is important to deal with the meanings that individuals
assign to stimulus input, in this case with the value priorities
they perceived as being promoted by the environments they were
asked to consider" (p .213). He recognizes, though, that -future
research should concentrate on the sources in the environment
that influenced the attributed value priorities. He summarizes
his findings thus: "The research that we reported focused upon
educational choice and educational adjustment, using students
from secondary and tertiary institutions. Evidence sho wed that
students tended to select educational environments that Here
congruent wjth their own value systems, and that they Here more
likely to be happier and more satisfied Hith these environments
as congruence increased" (p . 275) .
A person-environment mismatch, though, is not necessarily
detrimental to the overall existence of the person, as dissatis¬
faction that comes from a poor value match may be compensated
for by satisfaction arising from a differnt person-environment
match (e.g. dissatisfaction at work - satisfaction at home).
Some discrepancies, though, are considered to be more important
than others, something that depends on the degree that the
mismatch involves values that are especially important to the
individual. It also depends on the authority of the sources that
promote the discrepant values of the environment.
Feather found evidence that the educational choice made by
students was related to the relative importance of the values
they held (1970) and that the students' own value systems
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resemble more closely the perceived value system of the school
they enter, than the perceived value system of the school they
reject (1971a). In another study Feather investigated the resem¬
blance of students' value systems with the perceived value system
of the school they attended. He found more pronounced similari¬
ties in students attending independent schools and more parti¬
cularly among boarders (Feather, 1972a). Differences in value
systems were detected between students attending different
programs of study at university level (Feather, 1974). The
results were supportive of the hypothesis that values are in¬
volved in educational choice.
Another part of Feather's studies concentrated on a mapping
of value systems for different segments of society and for dif¬
ferent cultures (e.g. males - females, student activists
nonactivists, delinquents - nondelinquents , Australians
Americans, Australians - migrant groups etc.). He outlines the
importance of such studies:
"It nouId be nt on g to under est in ate the importance of discover¬
ing just where the similarities and differences in value
priorities lie bet ween individuals, groups, organ i zations,
institutions, and cultures. These similarities and differences
also have to be accounted for, w h ether in terms of socia 1 i zat i on
and the processes of social influence, or in terms of the
selective migration of people (where possible) to environments
that best fit their personal characteristics, or what ever. The
task of mapping value systems is a vital aspect of social
inquiry and one that should be given more attention now that
procedures for identifying value systems in different segments
129
of society and across cultures are available - procedures that
can be used to obtain value systems regarding both the self and
the defined environments" (pp. 277-278, Feather , 1975) .
Since the choice of a similar cognitive environment and the
effort to resolve discrepancies between own system and the per¬
ceived value system of the environment are of motivational
nature, Feather started wondering, from an early point in his
value research, whether terminal and instrumental values could
be incorporated into studies of motivated behaviour involving
means - ends relationships, and whether values were too global
for that purpose (Feather, 1970). In his extended review of his
studies (1975) he makes the theoretical connection of such
speculations to the expectancy-value theory. He assumed that
terminal values may influence the valence of specific
instrumental behaviours or means to ends. His shift to a
motivational approach to the study of values is presented
explicitly in his recent work:
"This recent research is the latest in a series of studies of
values from a research program that is non several years old. 1
was convinced by Rokeach's argument that, although value had the
status of a basic concept in man y of the social sciences, it had
not received the systematic treatment that it deserved from
psychologists. Like Rokeach, 1 decided in the late 1960s to try
to remedy this situation an d began a program of research that is
still continuing. Much of this research has been concerned with
mapping values across different segments of the population and
also across cultures. Some studies of the program have investi¬
gated the consequences of discrepancies between personal value
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system and the perceived value systeas of defined environments.
Other studies have examined the accuracy with wh ich the value
systeas of a group can be judged by others. And, aost recently I
have attempted to move beyond the ecological task of mapping
congruence and discrepancy in value systems to consider the
relationship between values an d behavior in terms of the
expectancy-value approach." (Feather, 1 982a, pp. 86-87)
"Specifically, I have become interested in the question of how a
person's behavior relates to the values held by that person. To
what extent will knowledge of a person's value priorities enable
us to understand that person's actions within defined situations
and what other variables may have to be taken into account in
making that prediction." (Feather, 1982b, p. 265)
"I am suggesting that values as motives have this function also,
sensitizing the person to perceive some potential events and
activities as desirable and worth approaching or continuing
with, and other aspects as undesirable, to be avoided or
terminated." (Feather, 1982b, p. 211)
One of Feather's most recent studies, in his new line of
thought, concerned occupational choice and preference in
relation to values in a sample of medical students (1982c). He
found that priorities that the medical students assigned to
terminal and instrumental values, within their own value
systems, were consistent with the way they endorsed various
reasons for taking up medicine as career. The highest
coefficients were between "status" and "a comfortable life"
(0.51), "status" and "equality" (0.47) and "status" and "social
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recognition" (0.49).
The reason we referred to Feather's work in so much space is
because we consider it very close to the work reported in this
thesis. Although the basic assumptions are similar, Feather has
been moving in a different way as concerns the empirical
investigation of the link between value systems, choice, and an
expectancy-value model of motivation. He does not incorporate
values into the motivational model, as is done in this research,
and he uses the "Achievement Motivation" model (McClelland et
a 1 . , 1953; Atkinson, 1957; 1960; Atkinson and Feather, 1966) as
opposed to the "instrumentality" model (Vroom, 1964) employed in
this research.
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5.6 Criticisms of the Rokeach Value Survey
Wit ton (1973) criticizes "Rokeach type value research", in
general in that it employs a rather ambiguous and arbitrary
instrument and that it ignores the growing body of research on
ideology and social action, and Feather's work, in particular,
in that it has employed biased samples on some occasions - a
kind of self selection taking place among parents responding to
the questionnaire, when generational differences and simila¬
rities are examined. He suggests that within-family pairs of
value systems should be examined, as opposed to average value
systems.
McKenna (1979) admits that the RVS represents the most signi¬
ficant development since the introduction of the Study of Values
(Allport, Vernon, Lindzey, 1960) and that Rokeach's work is
unique in that it is the first to combine systematically theory,
measurement, and empirical research, but he criticizes it on
different grounds. He considers that the selection of the 2x18
sets was made subjectively both in number and content. He then
criticizes the factor analysis presented by Rokeach in that it
is affected by the ipsativity of scores (cf. Hicks, 1970) and
refers to a study by MacDonald (1974) that identifies two
factors in each set. More recent research, however, presents
evidence for one factor per set (Munson and Posner, 1980).
McKenna, also, does not consider the test-retest reliability of
the RVS high, if it is to be compared to other instruments (e.g.
the Strong Vocational Interest Blank-SVIB). His criticisms can
be summed up as follows:
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"The effectiveness of the Value Survey is limited by several
conceptual and methodological problems. These limitations are
primarily the result of ambiguous test stimuli, ambiguous test
instructions, questionable assumptions about the nature of value
systems , and the ipsative nature of the test" (p . 49).
"The highly abstract mean ings of many of the values in the Value
Survey raise legitimate questions about their interpretative
equivalence across subjects" (p . 49) .
"The method appears to have dictated the nature of the construct
rather than the construct guiding the method"(p.53).
In order to remove some of the results of the ipsativity of
the scores and the resultant statistical and methodological
problems, McKenna suggests an alternative method employing a
10-point scale of personal importance with verbal anchorings.
His research, though, supported Feather's contention that the
test format does not substantially influence results concerning
average value systems of particular groups.
5.7 The Measurement of Work Values
An adaptation of Super's Work Values Inventory (WVI) was used
for the measurement of work values in this study. The Work
Values Inventory "was developed to assess the various goals
that motivate men to work" (Super, 1973, p. 190) and consists
of 15 work value scales, each one consisting of three items. The
15 work values employed are: altruism, aesthetic, creativity,







way of life, variety.
Super (1962) classified his 15 values under three categories:
a)extrinsic rewards (way of life, security, prestige, economic
returns); b)extrinsic concomroitantstsurroundinas. associates,
supervisory relations, variety); c) intrinsic (altruism,
creativity, independence, intellectual stimulation, aesthetic,
achievement, management). A factor analysis of the WVI (tested
with boys only) seemed to give four separate dimensions (cf.
Super, 1973, p. 196). The first dimension (factor) consisted of
material or situational (extrinsic) work values. The second
factor was characterized as goodness of life (altruism,
achievement, aesthetics), the third as self expression
(variety, intellectual stimulation, creativity),and the fourth
a s behaviour control (independence, management). Other
analyses have produced different factors and more in number (cf.
Super, 1962). Super (1973) provides some information on how the
WVI values were derived, about their construct, content,and
concurrent validity, but it seems that in general the instrument
is lacking in terms of supportive evidence (cf. Cook et al,
1981, pp. 152-153).
In this study only the titles of the values of the WVI were
used, in a Rokeach-like fashion, and even these were adapted,
thus the exact psychometric value of the instrument is of no
direct relevance to the research design of the study reported in
this thesis. We shall refer again to the exact design of the
measurement of work, values in this study in the methodology
section.
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6.Testing and Modifying the Measuring Instruments
The instruments used in this research were: a) A revised
version of the Rokeach Value Survey; b) An adaptation of Super's
Work Values Inventory; and c) The Work Quiz, an instrument
aiming at the measurement of "work salience" or the "meanings of
work". The two measures of values were used independently and in
conjunction with Vroom's "valence" model of motivation, which
has been used for the prediction of occupational preference. The
measuring instruments and the motivational model were adapted to
the needs of the present study after having been first tested in
two pilot studies, with the exception of the Work Quiz, since
the decision for the use of an attitude measure was taken after
the second pilot study when it was decided that the interview
questions were not adequate for this purpose.
The pilot studies were conducted in order to test or define
the following: a) Whether the motivational model would predict
occupational preference, if it was used with values as the
second order outcomes, and which of the values in the two sets
presented by Rokeach would be more suitable to use in the
occupational choice context; b) Whether there would be any
problems with the ranking and rating of values; c) How the
subjects responded to the interview. These pilot studies, for
practical reasons, were designed to give the investigator some
feedback on how the instruments "worked", and whether there were
any indications that his hypotheses could be meaningfully
investigated in a full scale study.
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6.1 The First Pilot Study
The main hypothesis tested in this study was: People tend to
choose their occupations in accordance with their value
hierarchies.
The hypothesis was broken into three more specific ones:
1. The most preferred occupation will provide a higher degree of
value attainment than the next in order of preference etc.
2. There will be a difference in perceived value attainment
between the most preferred occupation and occupations actually
chosen or expected to be entered, as a result of the moderation
of perceived value attainment by reality factors.
3.Value attainment in a disliked occupation will tend to take
the form of value deprivation.
Vroom's "valence" model which has often been employed for the
prediction of occupational preference was used in this study for
the measurement of value attainment. In equation form the model




where Vj= the valence of outcome j; IJk= the cognized
instrumentality of outcome j for the attainment of outcome k.
This model is usually referred to as the SIV model.
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V a 1ue attainment was op eration a 11y defined as the score
that we get if we add the products of the valence of each value
X the instrumentality of each occupation in providing (or
depriving) this particular value (sum of I x V scores - SIV - in
Vroom's model). In other words, after the rating of each value
in terms of importance, an instrumentality score would be
computed, that is the degree to which the occupation considered
was perceived to be positively related with this value, i.e. it
provided attainment of this value, or was negatively related
with the value, i.e. it deprived attainment of it. These
products could be positive, if the instrumentality rating took
positive values, or negative if the instrumentality took
negative values. The sum of these products would give us the SIV
score or perceived value attainment in this occupation. SIV
scores could be positive or negative. In the later case the
value score would denote value deprivation (cf.Philips (1964).
Vroom's valence model was used to test only occupational
preference, as opposed to testing actual choice by employing the
force model, because the subjects of both the pilot studies
and the final study would not be at the point in time that they
would have to make final occupational choices.
PROCEDURE
Seven university under graduates, five from Edinburgh
University, and two from Leicester University, attending
different faculties, were tested in the first pilot study. Three
of the subjects were female and four male, five were British and
two were Greek. The subjects were presented with three sets of
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cards. The first set comprised o-f Rokeach's eighteen terminal
values, the second set o-f the eighteen instrumental values of
the R VS, and the third set of the fifteen work values tested by
Super's Work Values Inventory. They were first asked to rank
each set of values in terms of each value's importance to them,
by placing the cards in ranking order. Then they were asked to
transfer each ranked set onto a continuum from 0 - 100 with
verbal anchorings (0 - 30: of no importance, 30 - 50 : of low
importance, 50 - 70 important, 70 - 90 : very important, 90
100: crucial). The ratings thus obtained constituted the mea¬
surement of valence, required by Vroom's model. It was assumed
that values can be important or unimportant, and not negatively
important (to be avoided) and thus no negative ratings were
obtained, as the model in its pure form would require.
After the rating, the subjects were asked to name their most
preferred occupation, in an ideal situation where there would be
no limitations from reality factors. Then, they were asked to
state the occupation at which they were aiming at that moment
and the occupation that it was possible for them to enter, if
things did not go as expected. All the subjects, except for one,
gave distinct responses about the three different occupations.
One subject gave three different conditions of working in the
same field. Subjects were also asked to name one occupation that
they disliked.
Subsequently, they were given three sheets of paper on each of
which there were: a) One set of values (terminal, instrumental,
and work values); b) The four occupations they had named; and c)
A 9 point verbally anchored scale aiming at providing a measure
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of the probability of attaining each of the outcomes (values)
under each of the four nominated occupations.
The 9 point scale represented ratings from +1 to -1 (1, 0.75,
0.50, 0.25, 0, -0.25, -0.50, -0.75, -1). These ratings were
multiplied by the valence score (0-100) obtained previously for
each value. Thus for each of the four occupations for each
subject there were three different SIV scores, one for each set
of values obtained from the multiplication of the valence
(rating from 0 to 100) of each outcome (value)-which was
constant across occupational conditions, by the instrumentality
of this particular occupation in providing this outcome. This
sum of Is X Vs for each occupation mentioned was assumed to
represent the degree of perceived value attainment in this
occupation.
RESULTS
Table 6.1 presents the value attainment (SIV) scores for each
subject, for each set of values, for each occupation. The
occupations have been named: Preference, Choice, Possible Entry,
Dislike. We can see from Table 6.1 that there is a tendency for
value attainment (SIV) scores to decrease as we move from
"Preference" to "Dislike". Fig 6.1 presents mean scores for each
of the four nominated occupational categories. The decreasing
tendency is represented graphically. The differences were not
tested for statistical significance because of the small sample,
but we can safely conclude that the first hypothesis (i.e. that
the most preferred occupation will provide higher degree of
value attainment) showed indications of being supported by the
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Table 6.1 Anticipated Value Attainment Under Four Nominated
Occupations.
Subj. Values Prefer. Choice Poss.Entry Dislike
Term.V. 550 . 281 146 -748
1 Inst.V. 510 516 -473 -377
Work V. 465 594 -228 -743
Term.V. 645 564 331 -527
2 Inst.V. 599 559 520 -247
Work V. 1085 967 607 -153
Term.V. 532 446 282 -110
3 Inst.V. 961 526 26 -198
Work V. 818 178 -110 -150
Term.V. 832 722 428 -703
4 Inst.V. 1078 1112 995 -174
Work V. 790 720 235 -596
Term.V. 630 630 551 -862
5 Inst.V. 1035 1036 956 -184
Work V. 961 965 848 -812
Term.V. 227 74 65 -297
6 Inst.V. 288 189 155 -325
Work V. 361 173 201 -561
Term.V. 453 200 -68 -296
7 Inst.V. 414 530 366 417
Work V. 336 284 -85 -279
Means
Term.V 552.7 416.7 247.8 -506.1
Inst.V. 697.8 638.2 363.5 -155.4
Work V. 688 554.4 209.7 -470.5
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The "preference" scores, however, are not consistently higher
than the "choice" scores (e.g. subjects 1 and 5 in Table 6.1 ),
whereas the "choice" and "entry" scores are consistent, i.e
higher than the score in the next occupational category. And
this is true for all the subjects for all three sets of values.
One explanation that could be given for the inconsistency of the
"preference" scores is that in the case of these particular
subjects the distinction between preference and choice, the
latter having a stronger element of attainability, was not
always clear, as they did not have at that point in time any
indication that after graduation they would be able to enter the
occupations they mentioned as choices. Another explanation could
be that as we move from preferences down to actual choices value
attainment perceptions do not necessarily decrease, as people
may hold more than one, equally desirable, goal. The most
plausible explanation could be that some dissonance reduction
process is taking place, similar to the one reported for actual
choices (Vroom, 1966; Vroom and Deci, 1971) . In other words the
second hypothesis (i.e. that there would be more value
attainment in "preference" than in "choice") was not supported.
But as 6 out of the seven cases gave support for the hypothesis
in the case of terminal values, and 5 out of seven in the case
of the work values, as opposed to 3 out of seven in the case of
instrumental values, rejection of the hypothesis would be
advisable only for the set of instrumental values.
"Dislikes" were consistently rated negatively (with the
exception of Subj. No 7, whose "dislike" score was higher than
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the "choice" score on instrumental values) and this could be
taken as an indication that the third hypothesis (i.e. that
perceived value attainment in a disliked occupation would tend
to take the -form o-f value deprivation) was supported by the
data.
In general, in terms of the absolute magnitude of the scores
Terminal Values would predict six out of seven sets of ranked
occupations, Instrumental Values three out of seven, and Work
Values five out of seven.
The conclusion from this pilot study, which aimed at testing
the motivational model in conjunction with values, was that the
model seemed to work but a further refinement of the design was
needed. Refinement was also needed for the purpose of simplicity
as ranking, rating, indicating instrumentalities for three sets
of values for four different occupations proved to be a rather
tedious task.
Thus, it was decided that the instrumental value set would be
dropped, because it gave rather poor predictions, and for an
additional reason: it confused the subjects as to whether they
should respond in terms of what behaviour (e.g polite, respon¬
sible etc. ) they were expected to show in the occupation being
rated, or in terms of what behaviour they perceived themselves
to show if they entered that occupation.
In addition, it was decided that five terminal values would
be dropped (Inner Harmony, A Hor Id at Peace, national Security,
Salvation, and Mature Love) because the subjects had
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difficulties in relating them to occupations.
Finally, from the discussions with the subjects a need was
felt for some additional work values. Thus, three more items
were added to the work values list: Advancenent, Make
Acquaintances and Opportunity to Travel.
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6.2 The second pilot study
The second pilot study was conducted in Greece and its main
purposes were:
a) To examine whether the expectancy model would work with a
sample of secondary education pupils similar to the one that
would be employed in the final study. It was decided that pupils
of over 16 years of age should be examined, because there is
evidence that stability of the value system is reached towards
the end of 6 year secondary education (Wijting et al. 1978;
Dipboye and Anderson, 1959; and with some reservations Gribbons
and Lohness, 1965;
b)To try out the structured interview before administering it.
The sample consisted of 8 secondary education pupils (ages 16
1/2 to 17 1/2) all male.
This time the Preference - Choice - Possible Entry - Dislike
design was not always strictly adhered to, because the
particularities of the Greek educational system would influence
some of the responses to be presented as preferences or choices,
while they would in fact be the end - products of the system of
allocation to educational directions, as it will be described in
the main study. Thus, the rated occupations were ranked in order
of preference, a need that arose while conducting the
interviews. The same method was also adopted in the final study.
In this study only the revised Terminal, and Work Values sets
were employed, as the Instrumental Values set was abandoned for
the reasons given in the previous section.
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Table 6.2 Anticipated Value Attainment For 4 Ranked Occupations
Subj. Values Occ.l Occ.2 Occ.3 0cc4
1 LV 559 665 75 -26
WV 863 642 514 -60
LV 734 471 355 547
WV 431 582 160 702
LV 205 223 21 -285
WV 443 364 17 -500
4 LV 383 370 123 -9
WV 689 651 333 317
5 LV 420 329 356 301
WV 623 383 407 313
6 LV 432 269 -184 -600
WV 515 364 -202 -901
7 LV 298 435 357 -13
WV 476 686 568 310
8 LV 532 519 488 510
WV 681 692 319 656
MEANS LV 445.3 410.1 198.8 53. 1
WV 590.1 545.5 264.5 104.6
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Table 6.2 presents anticipated value attainment for the four
ranked occupations. The model this time fared worse than in the
previous case. The Life Values set predicted the ranked order of
3 of the 8 sets of ranked occupations, and the Work Values set 4
out of 8. A detailed study of the interview protocols showed
that these inconsistencies that appeared between the two first
preferences were due to reality factors intervening (parental
pressures against first choice, no chances of getting the
required marks for entering the relevant course of study etc.)
and the resulting dissonance reduction processes. In our small
sample it was evident that in some of the cases a compromise
strategy (similar to the " minima :<" strategy described by
Sherlock and Cohen, 1966 ) was taking place. Nevertheless, the
evidence from both pilot studies suggested that our main
hypothesis, that value attainment is at least perceived, if not
sought, in the choice of an occupation, could still be
tentatively held for the final study and it was decided that the
same design would be employed in the final study but additional
care would be taken to have the subjects, as far as possible,
rank occupations more carefully and with deeper thought, before
they were asked to proceed to the rating of the
instrumentalities. Thus, an effort would be made to rule out
imprecise rank ordering of the preferred occupations as the
cause of inconsistencies.
The other objective of the second pilot study was to try out
the structured interview (see Appendix ). The interview aimed
at obtaining responses to the following topics: General
attitudes to work (importance of work in life, work as an end or
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a means), work or career involvement, life values and parental
life values, content motivation, work values (outcomes sought or
avoided in work). Some of the measures (e.g work or life values)
were independent from similar measures obtained through the rank
ordering of values.
This was done in two group interviews and 8 individual
interviews. These interviews helped in the final formation and
wording of the interview items. What was observed though, was
that open ended questions on attitudes to work elicited a
variety of answers that could not meaningfully be reduced to a
limited number of attitude categories, thus it was decided that
an attitude measure should be added to the final study and as
such the Work Quiz was employed.
During the interviews pupils were asked to give perceived
similarities between own and parental values. The method was not
satisfactory as concerns the validity of the similarities
reported, that is why it was decided that in the final study a
direct measure of parental values should be obtained.
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7.Conducting the Final Study
7. 1 Instruments
The instruments used in this research were: The Work Quiz For
the measurement of work salience or "the meanings of work", a
revised version of the terminal values set of the Rokeach Value
Survey, an adaptation of Super's Work Values Inventory, and a
structured interview.
7.2 The Work Quiz
We referred to the Work Quiz earlier. As previously stated,
no particular assumptions were made about it as to what
dimensions it was expected to give. In view of the lack of any
previous research of a similar nature in Greece, where the study
was to be conducted, it was assumed that the WQ items would be
suitable for our sample and thus it was left to the results of
the analysis to provide any dimensions that would describe our
sample. It was hoped that if any clear-cut dimensions appeared
they would be examined and analysed in conjunction with other
parts of the research, and in particular values, and thus the
correlates or determinants of the different attitudes to work
that would appear in our sample, would be further investigated.
More specifically, as values are assumed to be the determi¬
nants of attitudes (Rokeach, 1973), it was hoped that attitude
measurements would be related to value measurements and possibly
a causal link could be established. The WQ was chosen mainly in
terms of the relevance of its content to secondary education
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pupils. As it was pointed out earlier, there was not sufficient
evidence regarding its psychometric power but it was hoped that
it might give better results if tried with a different sample,
because its assumptions about the meanings of work to young
people were felt to describe what one might expect to find with
a sample similar to ours. It can be said at the outset that it
did not manage to give clear-cut dimensions but it gave some
interesting indications about our sample's work attitudes.
Unfortunately, as it has been mentioned, the Work Quiz had not
been tested in a pilot study. Better results might have been
obtained, if certain adaptations had been made.
All 33 WQ items were given to the subjects (see Appendix ).
The instrument had previously been translated and mimeographed.
At first there was a short introduction: "In the lolloping
section you will find sone thoughts concerning nork. What is
asked of you is to say whether you agree or disagree with each
of the statements that foIlou. Remember that there are no
correct or w r on g , good or bad an SNer s . Hhat counts is your
onti opinion, he xt to each statement you w i U put a number: 1 or
2 or 3 etc. , according to the foI Ion in g scale: 1 = 1 agree
completely; 2 = I agree; 3 = I can ' t decide; 4 - I disagree; 5 -
1 disagree completely. Then the 33 items were presented, with
space provided on the right hand side for the ratings.
In the subsequent analyses a three point scale was adopted (1
for agreement, 2 for neutral, and 3 for disagreement) as
suggested by the author, so that individual differences in agree
- disagree ratings would be partialled out.
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7.3 Terminal Life Values
Only 13 of the 18 values in Rokeach's set of terminal
values were employed in this research. The whole "instrumental"
values set, and five values of the terminal set were left out,
because there were indications from the pilot studies, as we
said earlier, that they could not be easily related to
occupations, as was asked of the subjects.
The 13 values were printed on paper of visiting card size,
with their defining phrases, and were given to the subjects to
be placed in ranking order, The values had been numbered
according to their alphabetical order in Greek. The subjects
were asked to report the rank order of the numbers on the cards
representing the value items. This method has one advantage and
one disadvantage, if it is to be compared with Rokeach's "gummed
labels" method. The advantage is that a deck of cards can be
arranged, and re-arranged, more easily than sticky labels. The
disadvantage is that there are bound to be some mistakes in
copying the numbers representing the values from the ranked deck
onto a piece of paper - and there were a few mistakes of this
nature.
The list of the 13 Terminal Life Values presented to the
subjects was the following (the numbers denote alphabetical
order in Greek):
1. A sense of accomplishment
(lasting contribution)
2. A comfortable life
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(a prosperous life)







(an enjoyable, leisurely life)
7. Equality




(taking care of loved ones)
10. A world of beauty




(a mature understanding of life)
13. An Exciting Life
(a stimulating, active life)
What must be pointed out is that any translation always
raises the problem of the semantic meaning of the word chosen to
represent a concept. Precise translation is not always possible
as the semantic level may differ or even the use or frequency of
a particular word may vary from culture to culture. In our case
precision was sought, and this was in some cases rather
detrimental, as it was found while conducting the research: not
all words denoting values meant the same things to all subjects.
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Of course this has been explained by Rokeach, when he says that
the relative position of a value within a value system denotes
the meaning appointed to it. In our case it was felt that in
some cases other words would have been more suitable, but again,
these words would normally be represented in English by
different wards from the ones used by Rokeach and then the
question of equivalence of the instruments would be raised.
7.4 Work Values
More liberty was taken in adapting the names of the value
scales of the WVI. In this research only the names of the 15
scales of the WVI were used. The WVI does not make much attempt
at disguising the values it is testing. It could be argued that
in such a case one item could be as good as three undisguised
ones, but this was not the main consideration in deciding to
adopt a Rokeach - like technique (rank ordering) in scoring the
work values. There was some evidence that rank ordering of the
WVI gave similar, if not better, results. Young (1973)
transformed a British - adapted version of the WVI by Carruthers
(1968) into single value names which subjects were asked to rank
order. The transformation, based on the content of the three
items of the WVI intended to measure each value was as follows:
SUPER CARRUTHERS / YOUNG
1. Intellectual Stimulation Intellectual Stimulation
2.Creativity Scope for originality and
invention














A sense of accomplishment
Good surroundings and faci¬
lities
A good boss










Opportunity to help others
Young's sample consisted of 20 fourth year psychology stu¬
dents and 10 trainees from an industrial training center in
Scotland . The subjects were asked to do both the questionnaire
(rating) and the rank ordering method. The procedure was re¬
peated after a four weeks interval. A rank order correlation
(Spearman rho), between the two similar methods in each of the
two occasions, was computed. The median reliability for the rank
ordering method was 0.80 and for the questionnaire method 0.77.
This showed at least equal reliability in the two methods, since
no statistically significant difference between the two methods
was found. These results, and the transparence of the question¬
naire method gave us some assurance that if we extended the
Rokeach method to the measurement of the work values we would
still get valid results.
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We did not restrict ourselves, though, to Super's values. An
extended review of the "outcomes" or "payoffs" employed in most
studies employing expectancy-value models of motivation showed
that most of them are described elsewhere as "work values"
(Part II, Section 3.2 ). Some items appearing in such lists,
that were also mentioned by the subjects in the second pilot
study, were added to the list of work values. The final list
presented to the subjects, again in the form of labels printed





4. Opportunity for Originality - Invention
5. Opportunity for Advancement
6. Artistic Freedom and Expression
7.Authority
8. Success - Accomplishment
9. Opportunity to Travel
10.Opportunity to Help Others
11.Opportunity to Make Acquaintances
12. Pleasure Outside Work
13.Good Salary
14.Good Boss (Good Management)
15.Working Conditions (environment, comfort, working hours)
16.Variet y
17.Secure, Stable, Job
18. Relations with Colleagues
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The same method as in the case of the life values was employ¬
ed for the work values and the same things could be said about
the semantic meanings of the labels used. In this particular
case one label that seems not to have cued the expected
responses was "status" which cannot be translated precisely in
Greek. The "prestige" aspect of it was more stressed in the
greek word used in this research. In retrospect, it is felt that
it should have been presented as "social position", which makes
more sense in this context in Greek culture.
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8.The Samp 1e
The sample employed in this research was by no means large:
225 pupils gave usable answers to the survey and 70 of these
participated in individual interviews. This sample though,
represented two totally different school environments and thus
it was assumed to represent two different realities within the
Greek educational system. We shall have first a brief look at
the Greek educational system at the time of the research, and
then we shall describe some of the characteristics of our sample
and the response rates to our research.
Obtaining permission to conduct the research was not an easy
task. The entire research design was submitted to the Greek
ministry of Education. It was then sent for final permission to
the Centre for Educational Research, a body operating under the
ministry of Education. The whole procedure took a good four
months. One hindering stipulation, after the project was
approved, was that the investigator was not supposed to take up
teaching period time, which made the research difficult if not
impossible, as the only time the pupils could be found at school
was during teaching hours. Finally, it was thanks to the
understanding of school heads, who allowed access to the
classrooms, that this research was conducted. In one case,
however, such permission was not granted and that particular
school had to be abandoned.
8.1 Social,Economic, and Educational Parameters
The Greek economy has been mainly agricultural. In the post-
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war years though, there was a massive movement to urban areas
and thus in the Athens area, where the research was conducted,
there lived around one third (317.) of the total population of
Greece. At the same time agricultural occupations had declined
from 40.57. in 1971 to 27.47. in 1981. Higher education graduates
constituted 7.47. of the economically active population (4.97. in
1971) while another 3.47. had other post - secondary education
qualifications, 17.97. secondary education certificates, and
54.87. primary education certificates. The remaining 16.57. had
had some primary education or no education at all.
As we can see in Table 8.1 the occupational trends in the
period 1971-1981 were towards a decline in the traditional
farming/fishing sector and an inflation of white collar occu¬
pations. These occupational trends that had continued since the
end of World War II had their repercussions on the orientations
of the school population. Professor G.M.Sifakis of the Universi¬
ty of Salonika in two articles in the daily newspaper TA N E A
(29/31 Aug.1984) presents the problem as it has existed in
Greece in the past few years :"...The function of the Greek
University has been the a via rd of titles of social success an d
vocational allocation to the members of a society that has been
trying for 150 years to transform itself from agricultural-
balk an to European-urban. In this transformation the acquisition
of some higher education qualification has been a key factor. It
secured access to the middle class, a position in the government
administrative system, an occupation in the county capital or in
the state capital. 4 doctor's, a lawyer's or a teacher's
university degree was not simply a professional qualification
but also a certificate for a suecessf ul career. The functi on of
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Table 8.1 Occupational Distribution of the Greek Working








Administrative 1. 7 0.61
Office Clerks 9.4 7.54
Merchants/Salesmen 8.5 7. 18




Workers/Craftsmen 31.5 29. 8
NOTE:Missing percentages are young people, unclassified occu¬
pations, and people who did not specify their occupation.
Source:Greek Statistical Service.
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Table 8.2 Needs of the Greek Economy in Manpower and Expected
Flow of Graduates for the Period 1975 - 1985
Educational Institutions Required Expected Ratio of gradua-
graduates No. gradu- tes per Work
ates position
A.GRADUATES 562 ,900 511 ,180 0.9
I.University 83,,800 180 ,630 2. 1
Physics/Mathematics 9,,500 28 ,180 3.0
Polytechnic 9,,600 18 ,900 1.9
Medical 12,,200 16 ,220 1.3
Economics/Law/Polit.Science 44, 000 82 ,130 1. 8
Humanities 8,, 500 35 ,200 4. 1
II.Non University (General) 21, 100 16 ,480 0.8
III.Non Univers.Techn./Voc 58,,000 44 ,070 0.7
Engineers 25, 000 17,,000 0.7
Par amedical 8, 000 8 ,190 1. 3
Commercial/Social 18, 000 13,,620 0.7
Other 9, 000 5 ,260 0.6
IV.Secondary Techn/Vocational400, 000 270,,000 0.7
B.NON GRADUATES 394, 000 452,,820 1. 1
C.TOTAL (A+B) 957, 000 964,,000 1.0
Source: GlytsDS N., Fakiolas,R.:The Heeds of the Econosy in
Manpower and the Educational Systen , Athens, 1977.
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the early Greek University was to award such degrees regardless
of their scientific usefulness, and not to create real
scientists. Hot only has this hereditary scourge not been
abolished yet, but still characterizes contemporary (Greek)
university". According to some statistics (Newspaper TO VIMA,
17/7/1983) the ratio of university graduates to higher education
(non university level) graduates in Greece is 4:1, when the same
ratio is reported (by the same source) to be: UK, 1: 3.5, USA,
1: 5, Germany and USSR, 1: 3. These educational trends are very
clearly shown in Table 8.2.
The proportion of secondary education pupils, at the ages
17-18, when compulsory education does not exist, is one of the
highest in Europe and the proportion of higher education
students to secondary education pupils is probably one of the
highest in the world. This has traditiona11y been attributed to
the particular cultural value that education has had among the
Greeks since ancient times. A social economic analysis, however
would probably attribute this phenomenon to the economic
structure (commercial/services) that was established soon after
the declaration of the Greek state in the early 19th century.
This kind of economy required people with a fair amount of
general - not specialized - education that would offer their
services to the merchants and shipowners that constituted the
ruling class of the new state and who, incidentally, blocked the
way to industrialization (cf.Mouzelis, 1978; Tsoukalas, 1976).
This recruitment to white collar occupations, clerks and
salesmen mainly, was done at the expense of the rural areas
which are under-represented in the above developments (Mylonas,
1982).
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This social pressure -for upward social mobility through
higher education qualifications has resulted in the inability of
any ruling party to introduce measures that would restrict the
increasing demands for access to the university. Any measures of
such nature would be unpopular, besides being fruitless, if they
were not followed by a redistribution of social/occupational and
economic privileges. The result is that governments do the
opposite: they introduce measures that increase university
intake or make access to the university easier, while the only
measures that are subtly introduced are that candidates for the
coveted four-year university courses and candidates for the
rather disdained two-year or three-year technical courses are
pooled together with the result that aspiring university
students are channelled to, most of the times, unwanted
technical or vocational orientations. Thus, without stifling
aspirations and hopes the state has been trying to recruit young
people to the kind of specialization required by the economy.
At the time that this research was conducted (1981) the
system of admission to higher education was as follows. There
were two kinds of candidates: pupils from "general" senior high
schools (general lyceums) who belonged to two major
"orientations"- Arts and Sciences - that differed from each
other in the main but not in all the subjects, and pupils from
"technical" education (technical lyceums) who had a different
curriculum . These two categories of pupils were housed in
separate school buildings with separate administration. These
pupils after finishing the third grade of the three year
"Gymnasium" (junior high school) had had to take a qualifying
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examination -for the "lyceum" (general or technical) of their
choice. It was soon established in common opinion that technical
schools were -for the less able students, because they did not
allow access to universities (cf. Cassotakis' (1979) research on
the reasons why the general lyceum is preferred and the technical
lyceum is considered suitable only for the less able pupils).
The fact was that the technical lyceum pupil could not pursue a
place in Arts faculties, but 107. of the places in some faculties
of four year universities (known as AEI) were reserved for
technical lyceum graduates. On the other hand, three year
technical universities (known then as KATEE) were more easily
accessible to technical lyceum graduates through examinations.
In fact, they had some kind of priority over the general lyceum
candidates in being admitted to these three year technical
higher education institutions. General lyceum pupils, though,
could pursue both four-year (AEI) and three- year (KATEE) higher
education courses. Even though the odds were in favour of
technical university (three-year) candidates, in 1976 for 7020
places in such institutions (KATEE), only 3348 specific and
exclusive preferences were stated in the application forms
(Cassotakis, 1979).
All students of both "technical and "general" lyceums
participated in two national examinations, one at the end of
their second year (of the three) in the lyceum and one at the
end of the third and final year. This meant that for some of
the subjects of this research -and for some of the general
population of pupils in the final year of lyceum- the results of
the examination in their second year of the lyceum had more or
less predetermined their chances of securing a place in higher
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education . Yet all pupils had to take the final national
examination because it also constituted part of the secondary
education qualification. Admission standards were not set in
advance but university places were allocated in order of
performance in the examinations until the predefined number of
places, per institution and per faculty, had been filled. The
result was that some pupils knew in advance that there was no
hope whatsoever of their getting into a higher education
institution; some others knew that if they kept up the previous
year's performance they would probably secure a university
position, and the majority did not know where they were
standing, because it all depended on the passing mark which
would be set for each faculty after the results were
announced, and of course this pass/fail point for each school
would be based on the general performance in relation to the
number of the positions available. In other words what was
"good" or "bad", except for the extreme cases was not known. One
could only assume on the basis of the results of the previous
year. The whole system was computerised and allocation of places
was made by the computer.
Candidates had to fill in an application form before taking
the examination in which, among other things they had to appoint
an order of preference for admission to faculties and schools of
Greek universities. Faculties and departments had been catego¬
rized into groups of supposedly similar subjects, starting from
university departments (AEI) and ending with three year techni¬
cal and vocational courses (KATEE). Each group of subjects could
contain up to 50 different schools and departments of which
candidates could include up to one half of the total number.
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There were no restrictions on how the order of preference within
the same group would be arranged but a candidate should try to
combine a) real preference with b) his chances of being
admitted. This should be done on the basis of past performance
which constituted one half of his qualifying mark, and his
expected performance in the coming examination. All kinds of
speculations had to take place in preparing this list of
preferences, the most important of which was what the passing
mark had been for different departments the previous year. This
served as an indication of what a pupil's target department
could be in relation to his own past year's performance in the
first half of the examination. It was not an uncommon phenomenon
for whole cohorts of candidates to shift their preferences
according to such speculations.
At the end of the school year 1980 - 1981, when our subjects
were finishing school a total of 60,739 pupils participated in
the national examinations competing for 22,206 places in
institutions of higher education. About half of these positions
were for the three-year Technical Institutions. The total number
of people admitted was 22,259 (11,538 in universities (AEI),
2,420 in Teachers Colleges, and 8,301 in Technical Institutions
-KATEE ).
Since our sample came from both private and state schools it
is appropriate to have a look at the relevant statistics. In the
Athens area there were 14,692 pupils attending the last grade of
the lyceum in state schools of which 23.66"/. were offered some
higher education place, and 2858 pupils in private schools who
had a success rate of 38.38'/.. Different statistics from 1971
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show the following social composition of the students in higher
education: Farmers and blue collar workers representing 707. of
the population occupy 467. of the places. The remaining places




The research was conducted in two totally different school
environments in the same area in Athens. The first school was a
selective private school run by an order of catholic monks and
the second school was in fact a complex of state schools
occupying a large area at a distance of about one mile from the
private school.
The private school, called Leontion, a school for boys, has
had a tradition of almost one century in Greek education. It
consists of a Gymnasium and a Lyceum under seemingly different
administrations, but in essence under the single administration
of the catholic monks. The lyceum in which the study was con¬
ducted had approximately 500 pupils. The school is well known
for order, discipline, method, and good results in the
university examinations.
The complex of state schools, known as Grava, is a notorious
example of bad school design and it is frequently mentioned in
the Greek press as such. It includes schools of different level
and content: elementary, gymnasium, lyceum, technical in an area
of approximately 20 acres (74,000 sq. metres). A total of 14,000
pupils of all levels attend school there in neighbouring
buildings that operate in morning/evening shifts. Individual
school buildings have their own entrances and yards and the
whole complex is surrounded by a common wall and a circular open
corridor to which access is free and thus pupils are mixed with
all kinds of young people, not at school, hanging around or
driving motorcycles with deafening noise. There is always a mob
169
of young people going to school or leaving it, and any kind of
supervision is impossible, as teachers cannot possibly know
which of the pupils belong to their school. Of the four lyceums
visited, three checked access into the school yard, but this did
not prevent some of the pupils from climbing in and out of the
school. It comes as no surprise that all kinds of deviant
behaviour have been reported in the daily press about this
school complex.
At the time of the research, state education was supposed to
be coeducational, a measure that had recently been introduced
but the classes we visited were boys' only, because they had
started as such before the system was introduced and they had
remained so . There were separate girls' classes as well in the
same schools, while all the new classes were coeducational. The
private school had not conformed with the system and it was
still a boys ' school .
The two schools were drawing their population from the same
area in Athens, a middle class area, but the state school also
drew from a minor area of rather working class character, while
the private school transported pupils from other areas, some of
the same character, others of distinctly upper class character.
In general, as it will be reported later, the social class
characteristics of the two schools were significantly different.
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8.3 Response Rates, Educational Ability, and Social Composition
of the Samp 1e.
From the 300 questionnaires distributed in both schools 218
(75'/.) were returned completed, not all of them usable in all
sections, 106 from the private school, and 112 from the state
school complex. Of these 37 questionnaires (177.) were anonymous.
Parental responses were lower: 98 mothers (457.) and 79 fathers
(367.). The table that follows shows response rates of pupils,
mothers and fathers, but as we have already mentioned not all
filled questionnaires were usable in all their sections. Thus,
the actual number of respondents was smaller in some parts of
this research, as it will be shown in the different statistics
that will be presented in the following sections.
Response Rates: Distributed Collected
Pupils 7. Moth. 7. F a t h . 7.
Private School 143 106 74 67 47 53 37
State School 156 1 12 72 31 20 26 17
Of the 80 pupils asked for an interview 4 refused downright
and 6 failed to show up. Of the 70 interviews that were
conducted 5 were not usable as a whole because either the pupils
had no ideas at all, or refused to talk about occupations, or
would not cooperate and would try to make the conversation
stray. Thus, the number of respondents again varies in some
parts of the study connected with the interviews, depending on
whether the responses obtained were usable or not.
Of the people interviewed 20 were following the Arts
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orientation, 39 the Sciences one and 8 were attending the
technical school. These Technical school pupils belonged to the
state school, the others were equally distributed between the
two schools.
The two groups of pupils did not differ signif i can11y in
terms of ability, although average marks were higher in the
private school. In terms of the previous year's final marks (one
half of the required mark for admittance to Higher Education),
and in terms of the previous year's Higher Education admittance
examination, the pupils were classified in two groups: those
that would most probably gain entrance to same higher





and according to their orientations:
Arts Sciences Technical
Fail 9 22 4
Pass 11 17 4
The social class of the pupils was classified in terms of
their fathers' occupations, according to the system employed by
Lambiris - Dimakis (1974) in her research on Greek University
students. She employed four classes (farmer, working, middle,
upper). It is the only systematic and documented classification
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of the Greek social stratification system that we managed to
locate in the relevant Greek literature.
In terms of social class composition the two school environ¬





Middle Class 27 21
Upper Class 9
The differences are significant (chi square 9.71 DF 1 p.0.01),
if we distinguish two categories Lower (Working-Farmer) and
Upper. It is obvious that the private school draws from higher
socioeconomic levels. If we take father's education as the




High School 14 12
Elementary 5 16
The difference is again significant (chi square 14.55 DF 2 p.
0.001).
Unfortunately, the investigator had not been allowed to
include in his study items that would be considered personal
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i nf ormati on and thus similar measures were not taken from the
whole sample. We can assume though, that these differences that
appeared in the interviewed sample must represent differences
that existed in the total sample, because the interviewed sub
sample was randomly selected.
In addition, due to the small sample belonging to what could
be categorized as lower class (11 usable interviews) class
differences were not pursued any further in the analysis of the
interview data. Whether some of the differences found between
the two schools can be attributed to social class differences is
open to question.
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8.4 Pooling the Sample. Representativeness of the Sample.
This study was designed to examine solely boys' occupational
choices because it was deemed, particularly within the culture
in which it was to be conducted, that girls' choices would
involve additional considerations that could only be examined in
a separate study. That is why only boys' classes were visited.
The private school consisted only of male pupils, thus all
the third year classes were visited. There were in total 143
pupils distributed in four classes. All the pupils were handed
out questionnaires in subsequent visits. Of these pupils 106
(747.) returned completed questionnaires.
In the state school complex the investigator visited two of
the three "general" lyceums for which permission had been
obtained (there was no cooperation in the third one) and the
only existing "technical" lyceum. In the first "general" lyceum
there were 5 third classes consisting of 141 pupils (including
girls, who were the majority) and the investigator visited the
two boys' classes consisting of 55 pupils (46 present on the day
that the study was conducted). Thirty questionnaires were
collected (65.27. of those present or 54.57. of the male pupils
enrol led).
The second "general" lyceum had four third year classes (120
pupils in total) of which the two boys' classes were visited. Of
the 60 male pupils enrolled in these two classes 58 were present
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□n the day that the study was conducted and 47 responded with
completed questionnaires (817. of those present or 78.37. of the
pupils enrol1ed .
The "technical" lyceum had various specialization courses of
which two of the male specia 1i:ations (electronics and
industrial production) were visited. These two classes consisted
of 62 pupils of whom 56 were present on the day of the study.
Thirty five completed questionnaires were returned (62.57. of
those present or 56.57. of the pupils enrolled in these two
classes).
The resulting sample can be considered fairly representative
of the male third-year pupil population of the two school
complexes. Thus in the two state general lyceums of a total of
115 enrolled boys 77 responded to the questionnaire (677.). In
the private school the response rate, as it was pointed out
above, was 747.. It is not possible to estimate the
representativeness of the technical pupils' sample, as the exact
male population of the school is not known.
The only criteria used for visiting the particular classes
were that they were boys classes. These classes had not been
streamed in any other way and in the two general lyceums they
included boys from the only two streams (Arts and Sciences). In
the technical school the classes that were examined were
streamed in terms of specia 1izat i on. The other classes, the ones
not visited (eg. graphic arts or office administration) were
coeducational.
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It must be admitted that, although every effort was made for
the resulting sample to be representative of the population of
the schools included in the study, a certain amount of self-
selection must have crept into the pooling of the sample since
the turnout was not unanimous. There was no way one could have
forced all the pupils to respond to the questionnaire.
Applied research, like politics, is the art of the possible.
A universal experience of researchers wishing to do research in
schools is that the one requirement is that one takes over whole
classes, not a selection of pupils from one or more classes. To
have asked to extract the boys from the mixed-sex streams in the
technical lyceum would have crossed this unwritten boundary. To




The investigator entered the class tor which permission had
been previously obtained. He briefly explained the purpose of
his being there and then handed out the mimeographed leaflets
consisting of three sheets of paper. On the first page there was
the following introduction: " This questionnaire is a part of
a research study that aims at examining hon y oun g people face
nork and nhat they expect of it. All the questions have an
investigatory character and responses will be used only for an
assessment of the attitudes of Greek youn g people towards nork.
Please give the f o1 Ion in g information that w ill serve only the
following purposes: a) To give the investigator the opportunity
to prove at any moment that the data were actually collected
from you; b) To give the investigator the oppor tunity to contact
you if additional data should be needed." The information asked
was: name, class, school, home address, telephone number. It was
stressed orally that they did not have to fill these if they did
not want to. Finally, at the bottom of the above text the name,
the address, and the telephone number of the investigator were
given, along with the information that he was doing postgraduate
research at the Department of Psychology of the University of
Edinburgh.
The second sheet of paper was taken by the Work Quiz in the
manner described above. The third sheet of paper referred to the
measurement of values: " In the following section we are trying
to make an assessment of "life" and "work" values so that we can
identify some of the orientations of Greek young people and the
extent to which they share the same values with older
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generations or with their parents. You have been given two decks
of printed cards. One deck contains what have been called "life
values" and the other what have been called "work values". In
general, these constitute things that people value and pursue in
their lives or in their work. The cards have been numbered
according to their alphabetical order because each item has the
sane value. What is asked of you is to place the cards of each
deck separately in order of importance to you. Concerning
the "life values" you will consider the order of importance
that each value constitutes a guiding goal in your life.
Concern in g the "work values" you will think how important each
one is for you in relation to work in general. Uhat counts is
what you yourself value and desire and not what is generally
considered right or desirable. Once you have r an k ordered the
cards you will write in the space provided underneath the
numbers of the cards as they appear in your rank ordering".
Underneath, there was space properly marked (eg. life values,
1st (the most important), card No., etc.) for them to copy their
rankings. An additional copy of the third sheet was also
provided and they were asked to get their parents to do the same
thing.
Oral explanations were given on how the ranking was to be
done and how to transfer the resulting ranking order of the
cards onto the space provided in the leaflet. They were also
asked to try to get their parents to rank order the two value
sets and they were also told that they should not try to make
any comparisons between rankings and they should not let their
rankings be influenced by the rankings of their parents and vice
ver 5a.
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Finally, it was explained that some more specific
results were needed so that the values and attitudes
investigated by the leaflet could be supported by deeper
insights into young people's minds concerning work and
occupational choices, and to this effect some personal
interviews were needed. It was explained to them what random
sampling meant and why it could not be asked of them to just
volunteer for an interview. Then, some numbers were drawn from a
lottery specially prepared for this purpose and the numbers were
identified with class roll numbers. These pupils were asked if
they would mind having an interview with the investigator.
Interview appointments were arranged on the spot.
Filled questionnaires and deck of cards were collected by
class prefects and returned to the investigator in the days that
followed.
The pupils who finally accepted to be interviewed were
contacted the same or the following day. Each interview lasted
between 1 and 1 1/2 hours. First, there was a general discussion
and an effort was made to gain the subject's confidence by ex¬
plaining again the whole purpose of the study, by assuring that
there were no hidden measures and that the material collected
would be used only for the investigator's research, and that it
would not be disclosed to the school or any other authority.
The exact procedure varied. There was a conscious effort not
to keep the same order in administering certain parts of the
interview so that there would be no foreseeable response sets.
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Thus, answering the interview questions, rating the values,
assessing the instrumentalities etc. interchanged in order of
presentation. Also, where possible, the ranking and rating of
values interchanged, but in most cases the ranking preceded the
rating. In very -few cases, while rating the values the pupils
expressed the need to consult their own ranking. They were
allowed to do so but in general it can be said that ranking and
rating the values consisted independent measures for most of the
subjects.
As concerns the ranking of the occupations in terms of
preference, it must be pointed out that additional care was
taken for it to be done seriously and carefully. Even so, in
very few cases the subjects were not totally sure as to the
exact order of their preferences and they changed their initial
rank ordering of the occupations in the course of the interview.
This was more common with subjects who had no clear orientations
or had low marks and thus they could not possibly make any plans
or speculations about their immediate future. In these few cases
the rank ordering of the occupations that was adopted was the
one that emerged from the interviews.
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10. The Research Design. Hypotheses
While designing this study it was -felt that there were
certain inherent limitations in administering a questionna i re
and that there was a need -for the quest i onnai r e to be
complemented with interviews -for two main reasons:
a) Experience from the pilot studies indicated that studies
involving long and rather tedious tasks like rating outcomes and
instrumentalities Tor a number of different alternatives cannot
be easily conducted through the administration of question¬
naires. The interviewer ' s presence is important in that he/she
can provide the required explanations, answer questions that may
arise while the subjects are performing the task, and inter¬
change the administration of the tasks so that order effects and
response sets can be minimized.
b) It was believed that the outcomes/values connected with each
occupation should be investigated deeper than permitted by the
information provided by the instrumentality responses and the
ranked/rated lists and thus the relevant open-ended questions
concerning the outcomes of each rated occupation were included
in the study. For the same reason it was believed that the value
hierarchies of the subjects and their perceptions of how their
values would be realized in their preferred occupations should
be measured in more than one way so that they would respond to
more than one stimulus. Thus three different measurements of the
values of each interviewed subject were to be obtained: a ranked
order, a rated list and the responses to the relevant questions
in the interview.
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As is also pointed out elsewhere, this study was not meant to
be just another test of the application of a motivational model
but it also aimed at tapping some sociological aspects of the
occupational choice process; it must be recognized though that
the current study could not attain the proper status of
sociological enquiry, on two main grounds: (a) the narrow spread
of social differentiation within the sample selected, and (b)
the size of the sample, which had to be kept small enough to be
handled by a single researcher. Nevertheless, it was decided
that the data acquired from the interviewed sample would be
cross-referenced with similar data from the population from
which the sample would be randomly drawn and to this end the
value measurement of the entire school population was also
included in the research design. All these data would be related
to the attitude measurement provided by the Work Quiz both on
the aggregate level and on the individual level.
Similarly, value measurements were required from all parents
so that value differences between and among parents, pupils and
schools would be investigated in relation to the social
differences that were hypothesized to exist between schools as a
result of the differences in their intake.
More specifically, the research design was based on the
following general hypotheses:
l)There is an overall similarity between both the Life and the
Work Values of the children and their parents due to the
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transmission of the values through the socialization process.
2)Both the Life and the Work Values of young people are
perceived to be realized in their preferred occupations, more so
in the most preferred ones.
3)Attitudes to work in general will be directly connected with
both the Life and the Work values.
4)Occup ationa1 considerations , preferences, choices and
attitudes are taking place within a cognitive ecological
environment set by both the socia 1ization process and the
general socio-economic structure. This cognitive environment is
reflected in the value hierarchies and may differ across
socio-economic strata.
5)The labour market and opportunity structures will bear on the
perceptions and the attitudes of the young people who are
entering the process of making occupational decisions. The
impact of structural factors may differ, too, across socio¬
economic strata.
Hypothesis No 5 was taken to be both complementary and
alternative to hypotheses 2-3: if these were confirmed, the
extent that hypothesis 5 was also supported would be
investigated. If they were rejected and hypothesis 5 was
confirmed, it would serve as the alternative explanation, in
other words the impact of the opportunity structure would be
further examined (through the responses in the interview
section). If hypothesis 5 was also rejected, the extent that
1 7 7 d
occupational choice could be examined in a totally adventitious
context would be considered. In other words, the advantage of
the interview design was that the research was not restricted to
the examination of certain limited hypotheses (the ones examined
by the motivational model and the value measurements) but it
also allowed for any alternative explanations that might appear
from the analysis of the interview section.
The motivational model and the interviews would provide an
explanatory framework within which one could view how societal
dictates or needs come to be translated into personal
motivational patterns, i.e. how value hierarchies of groups (the
macro level of analysis) were translated to individual
decision-making and individual choices (the micro level of
analysis). If such a design proved to be fruitful, it was
assumed that indirectly it would address the main sociological
question of how such processes could be examined across social
groups, although it was believed that the sample of this
research would not allow for such scope but, perhaps, only for
speculations about the extrapolation of such a design to a
direct examination of such issues in future studies. More
specifically, as it was argued in an earlier part in this thesis
(pp. 95-99), such a study was assumed to open the way for a
future investigation of the extent to which such a motivational
model could be used with groups of different social origin and
of different educational background in order to test for
differences in the motivational patterns and their constituents
(e.g. salient values) across social groups.
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PART III: RESULTS
1. Statistical Analysis o-f Value Similarities and Value
Differences Between Schools, Pupils, and Parents.
1.1 Mapping Value Systems
The rankings obtained -from pupils and parents were analysed
in the following way. A mapping of the value system was obtained
for each group by computing the median for each particular va¬
lue. The median is a more suitable statistic for ordinal data.
According to Rokeach (1973, p. 56) as frequency distributions of
ranked data deviate so markedly from normality and from one
another, the central tendency considered more appropriate is the
median rather than the mean. This is in agreement with the
suggestion by Blalock (1960, p. 58) that "w he never a
distribution is highly skewed, i.e. whenever there are
considerably more cases in one direction than the other,the
aedian will generally be more appropriate than the me an".
The medians of individual values are in turn given a rank,
within the group's value hierarchy, the composite rank order
(Rokeach, 1973; Feather, 1975) which indicates the relative
position of each value within the value system of the group
being examined. When groups are being compared though, the
composite rank order is not a safe indication as to existing
differences, because two different medians may have obtained the
same rank within the two value hierarchies compared. "The
tedians and the composite rank orders are therefore en ployed for
convenience of description" iFeather, 19 7 5 ; p. 26). In such
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cases we must test for statistically significant differences.
1.2 Testing Differences Between Value Systems.
Differences between value systems are tested in different
ways by Rokeach and Feather. Feather (1975, pp. 24-25)
transforms the ranks to standard scores (z scores) and then
performs analysis of variance. The transformation is made on the
assumption that differences between ranks at the extremes would
be more discriminab 1e than differences between ranks in the
middle of the scale. There is evidence that values ranked at the
high and low ends of the scale change the least from test to
retest (Rokeach, 1973; p. 39). Employing analysis of variance,
according to Feather (1975), facilitates more complex types of
comparison and results do not differ markedly from those
obtained with nonparametric methods. Rokeach, on the other hand
employs nonparametric tests of significance and in particular
the median test and the Kruskal-Wallis test.
In the analysis of the ranked data of this research it was
decided that Feather's design of transforming the ranked data to
standard scores would not be employed, because there are some
arguments against such transformations (cf. SPSS Manual , p. 187,
footnote 1). Feather's main arguments in favour of employing
parametric tests, and in particular the analysis of variance,
were: a) that large Ns tend to counterbalance the deviation from
normality in the distribution of scores, something common with
this kind of data, and b) that both parametric and nonparametric
tests, in the case of large Ns, provide highly consistent
results. We thought that as it is admitted that in such cases
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nonparametric tests can give equally valid results, we had
better adhere to the traditional way of analysing ipsative, and
highly skewed data, and at the same time concentrate our efforts
on searching for a more powerful nonparametric alternative to
the median test employed by Rokeach.
A careful comparison of nonparametric tests of the signifi¬
cance of differences between ranked data showed that a better
alternative to the median test used by Rokeach would be the
Mann-Whitney U Test (Siegel, 1956; Blalock, 1960). The U test is
a powerful test in measuring differences in central tendency and
more powerful than the median test in that it takes into account
the variability of scores: "The fact that the Mann-Uhitney test
is more powerful than the median test is not surprising,
inasmuch as it considers the rank value of each observation
rather than simply its location with respect to the combined
median, and thus uses more information in the data (Siegel,
1956, p.123).
While the median test computes a chi square for scores above
and below the common median of the two groups, it does not take
into account how much above or below the median they are. The
Mann-Whitney test takes this into account, because it rank
orders al 1 scores and then the sum of the ranks of each group
is computed. The power of the Mann-Whitney test over the median
test is also pointed out by Hull and Nie (1979, SPSS Update, p.
57), Roscoe (1975, pp. 14 and 236), and Hinkle et al. (1979, p.
356) who find it to be the better alternative to the two-sample
t-test for means. Another nonparametric test considered was the
Kolmogorov-Smirnov, but it was ruled out because it is less
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efficient than the Mann-Whitney with large samples (Siegel,
1956, p. 136)
Thus, all differences between pairs of groups in individual
values were tested with the Mann-Whitney test at the 0.01 level
of significance.
1.3 Measuring Similarities Between Value Systems.
Three more issues related to the statistical analysis of
values and value systems have to do with describing: a)Value
system similarity between two persons; b) Value system simila¬
rity in more than two persons; and c) value system similarity
between two groups.
There seems to be an agreement between Rokeach and Feather in
measuring value system similarity between two persons: they both
use the Spearman Rho (or the Kendall tau, which is similar). The
Spearman rho was employed in our analysis for the measurement of
similarities in value systems between pairs of parents and chil¬
dren.
Rokeach indicates (p.37) that value system similarity between
more than two persons can be measured by the coefficient of
concordance (W) (Siegel, 1956, pp. 229-239). Feather does not
seem to employ this statistic at all, possibly because as
Rokeach points out there do not seem to exist methods for
measuring significant differences between coefficients. In any
case the coefficients (W) that Rokeach reports seem to be rather
low (e.g. Jews 0.37, Catholics 0.28 etc for the terminal
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values), something that also appeared in this study - the
highest was 0,289, for mothers ranking the Life Values and the
lowest was 0.200, for pupils ranking the work values. The
significance of coefficients of concordance (W) reported in this
study was tested by using the formula: chi square = k (N-1) W
(Siegel, 1956, p. 236). The coefficients of concordance show
within group agreement in ranking.
If the coefficient of concordance deflates any similarities
in large groups, the statistic employed by Feather for the
measurement of similarities between groups (Spearman rho or
Kendall tau), tends to inflate them in a rather misleading way.
Feather (1975, p. 26-27 ) says: "In some studies the average
value systems for different groups or conditions as represented
by the set of med i an rankings for the terminal values set or for
the instrumental values have been compared for similarity by
using the Spearman rank-order correlation statistic (rho) or the
Kendall tau statistic or both, on the assumption that higher
positive values of rho or tau indicate increasing degrees of
similarity between average value systems. These correlations
between sets of med i ans (average value systems) correspond to
what have been called ecological correlations based upon
aggregate data. The unit of comparison is not the person but the
group and such correlations involving averages do not take
account of individual differences and they differ markedly from
average correlations computed at the individual level (pair by
pair)... Yet these ecological correlations can indicate
meaningful patterns of relationships at the group or aggregate
level. In the present con text...these correlations inv o 1 v i ng
average value systems tend to be considerably higher than the
183
corresponding correlations calculated at the individual level,
n i t h the person as the unit of analysis".
Feather's system of computing Spearman rhos For average value
systems will be employed here, too, with some reservations as to
what the magnitude of the coefficients really reflects, along
with the alternative methods of computing average correlations
between groups, plotting a group profile, or reporting a
coefficient of concordance. For both methods Spearman rhos are
computed for each pair (e.g. father - son) of the two groups
compared. Our main focus of analysis though, will be the testing
of significant differences in the way described above.
1.4 Test - Retest Reliability.
Tables 1.1 and 1.2 present test - retest reliabilities
(Pearson r) for individual Life and Work Values. Twenty nine of
our subjects were asked to rank order the two sets of values
approximately six months after the first ranking.
In the set of Life Values the highest test - retest
correlation (Pearson r) was 0.709 for Exciting Life, and the
lowest 0.095 for True Friendship. The median correlation was
0.494.
In the set of Work Values the highest test - retest
correlation was 0.784 for Authority and the lowest 0.279 for
forking Conditions. The median correlation was 0.589.
Reliability coefficients were rather low, but the lapsed
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Table 1.1. Medians, Ranks of Medians (Composite Rank Orders),
and Correlation Coefficients (Pearson r) for Individual Life
Values. Six Months Interval. N=29
1. Accomplishment











13. An Exciting Life
Old Median Rank New Median Rank r




























* p < 0. 0 5 * * p < 0. 01 * * * p < 0. 0 01
NB. Smaller medians denote higher rank.
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Table 1.2. Medians. Ranks of Medians (Composite Rank Orders),
and Correlation Coefficients (Pearson r) for Individual Work
Values. Six Months Interval N=29
1. Status
2. Independence 4.000
3. Intell. Stimulation 9.000












6. Artistic Freedom 16.125
7. Authority 13.000
8. Success-Accomplish. 3.437
9. Opport. to Travel 11.000
10. Help Others 13.250
11. Make Acquaintances 10.125
12. Pleasure Out. Work 10.917
13. Salary 6.333
14. Good Management 11.000
15. Working Conditions 7.000
16. Variety 8.250
17. Secure,stable,job 7.250 5
18. Relations with Coll. 8.200 6
* p < 0.0 5 * * p < 0.01 * * * p < 0.0 01





























































interval was rather long. Feather (1975) reports reliabilities
ranging from 0.40 to 0.87 (Life Values, 5 week interval, N = 7 7,
median 0.63), while Rokeach reports a median of 0.76 (Life
Values, 2-4 months interval, N=216). In the first case the
sample was secondary education pupils, while Rokeach's sample
consisted of college students.
The Spearman rank order correlation (rho) between the value
system of the twenty nine pupils as it emerged the first time,
and their value system as it emerged after six months, was 0.819
p. <0.01 for Life Values, and 0.866 p. <0.01 for Work Values.
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2. Similarities and Differences in the Value Systems at the
Pupils.
Table 2.1 presents medians and composite rank orders -for the
13 Life Values and Table 2.2 presents results for the 18 Work
Values. The first four columns on the left of the Tables present
results for the pupils of each school separately. The next two
columns present the same statistics for the pooled sample of
pupils, the two schools combined. Leontion is the private school
and Grava is the state school complex. On the right hand side of
the Table the value systems of the parents of the pupils of each
school are also presented, so that comparisons can be made. The
value systems of the parents are presented again in Tables 2.1a
and 2.2a in chapter three.
2.1 Life Values.
As it can be seen (Table 2.1) the pupils of both schools
agree in the ranking of the first two top values: Freedom and
Happiness. These two values are also ranked first and second
if the two samples are pooled together. Considerable agreement
appears in the ranking of the value appearing third in the
pooled sample: True Friendship. Private school pupils have
given it a fourth position, while state school pupils place it
third. The fourth, fifth and sixth ranks, in the pooled sample,
are given to Self- Respect, Equality, and Hisdom, respecti¬
vely. Hlsdoffi receives a considerably lower rank by the state
school sample and this appears to be the most pronounced
difference between the two groups, and it is statistically
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significant (Mann-Whitney, p<0.001) .
If we look at the values receiving the bottom positions, in
the pooled sample, we can see a considerable consensus in the
two 5 c h o o15 in ranking A Sense of Ac conp1ishment, Family
Security, Social Recognition, An Exciting Life, Pleasure, and
Beauty. Only A Comfortable Life appears to be ranked higher
by the state school pupils (5th as opposed to 8th by the private
school pupils) but the difference is not statistically
significant.
2.2 Work Values.
As it can be seen in Table 2.2 there is again a consensus in
our sample of pupils in ranking Success-Accomplishment first.
The second rank in the pooled sample of pupils is given to
Independence which is ranked second by the private school
pupils and fourth by the state school pupils. The difference
though, is not statistically significant. Agreement between the
two schools also appears in the ranking of Salary, which is
third in the pooled sample, but a new disagreement seems to
appear in the ranking of Secur e , s t ab1e Job (4th in the pooled
sample) which is given a top rank (2nd) by the state school
pupils while it is ranked 6th by the private school pupils. This
difference is not significant at the set level (0.01). A rela¬
tive consensus appears in the ranking of the next two top
values, Originality-Invention and W or kin g Conditions. The
only value in the Work Values set that differs significantly
between the two school environments (p<0.01) is Advancement
which is ranked 15th by the private school pupils and 7th by the
191
state school pupils. There also appears a considerable agreement
between the two schools in the remaining values that are placed
at the bottom positions in the hierarchy. Thus, we can see that
Good Management, Opportunity to Travel, Make Acquaintances,
Help others, Status, Artistic Freedom, Authority receive
identical ranks by the two samples of pupils. There is, however,
a disagreement in Variety which is valued more by the private
school pupils (11th as opposed to 16th) but the difference is
not statistically significant.
2.3 Similarities and Differences Between the two Schools
and Between Types of Curriculum.
As it has already been mentioned the only statistically
significant difference between the two schools in the set of
Life Values was in the ranking of Wisdom (pCO.OOl), 5th in the
value hierarchy of the private school pupils, and 11th in the
hierarchy of the state school pupils. Between pupils attending
different types of curriculum (Arts N = 5 2, Sciences N = 115,
Technical N = 28 ) W i sdot appears again to differ significantly
between Sciences and Technical (p<0.01), as it is ranked higher
by the Sciences people.
The similarity coefficient between the Life Value systems of
the two schools was 0.818 (Spearman rho, p < 0.01). The W
coefficients of concordance were 0.212 for all pupils ranking
the Life values, 0.250 for the private school pupils, 0.193 for
the state school pupils, 0.201 for the Arts pupils, 0.229 for
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the Sciences pupils, and 0.267 tor the Technical pupils. All the
coefficients are significant (p<0.001).
In the Work Values set the only significant difference in the
rankings of the pupils was in Advancenen t (p < 0.001) which was
ranked 15th by the private school pupils and 7th by the state
school pupi1s.
In the Work Values set the following statistically signifi¬
cant differences also appear between types of curriculum :
Arts and Sciences differ significantly ( p<0.01) in Status
(p<0.01) ranked higher by the Arts pupils, Originality
Invention (p<0.01) to which the Sciences pupils give higher
ranks, and Authorit y (pO.Ol) to which Arts pupils seem to give
more value. Arts and Technical differ significantly in the
ranking of Authority (p<0.01) which is also valued more by
Arts pupi1s.
The similarity coefficient of the Work Values hierarchies of
the two school environments is 0.857 (rho p < 0.01) . The
corresponding coefficients of concordance (W) are 0.200 for all
the pupils ranking the Work Values, 0.216 for the private school
pupils, 0.203 for the state school pupils, 0.165 for the Arts
pupils, 0.238 for the Sciences pupils and 0.286 for the
Technical pupils. All coefficients are significant (p<0.001).
If we examine significant differences between types of curri¬
culum within each school we find no significant differences
between values in either set in the state school. In the
private school, however, Arts (N = 4 4 ) and Sciences (N = 7 0) differ
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significantly in Social Recognition (p<0.01) in the set of
Life Values and in Status (p<0.001), Intellectual Stimula¬
tion (p< 0 . 01) , Advancement (p< 0.01), and Authority
(p<0.001). In the private school, in other words, the two major
orientations in school curriculum, seem to differ significantly
in Social Recognition, Status, Advancement, and Authority,
valued more by the Arts pupils, and Intellectual Stimulation
which is valued more by the Sciences people.
Summary; There was an overall agreement between the two
schools in ranking both the Life Values and the Work Values. The
similarity coefficients (rhos) were 0.818 for the Life Values
and 0.857 for the Work Values. The only statistically
significant differences were found in Wisdom, which was valued
more by the private school pupils, and in Advancement which
was valued more by the state school pupils. The top Life Values
of our sample of pupils were: Freedom, Happiness, True
Friendship and the bottom Life Values were: An Exciting Life,
Pleasure, A World of Beauty. The top Work values were:
Success- Accomplishment, Independence, Salary, Secure, Stable
job, Originality- Invention, Working Conditions, while the
bottom Work Values were: Help Others, Variety, Status, Artistic
Freedom, Authority.
Between different school curricula the Sciences pupils valued
Wisdom and Originality-Invention significantly more, while
the Arts pupils Status and Authority. In the private school
we also found that the Arts pupils valued Socia 1 Recognition,
Status, Advancement, Authority significantly more than the
Sciences pupils who, in turn, valued Intellectual Stimulation
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significantly more than the Arts pupils. No such differences
between types of curriculum were found in the state school.
The highest agreement in ranking the two sets of values was
in the Technical pupils (W 0.267 for the Life Values and 0.286
for the Work Values).
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3. Similarities and Differences in the Value Systems of the
Parents
The value systems of the parents of the pupils in our sample
are presented in Tables 2.1 and 2.2 of the previous chapter. The
response rates for the private school were 377. for the fathers
and 477. for the mothers. The corresponding percentages for the
state school were much lower: 177. and 207., respectively. We
cannot claim that the sample of the parents who responded was
not biased. Undoubtedly some kind of self-selection must have
taken place since the response rates were rather low. We would
expect parents more interested in their sons' education to have
responded to their request to rank order the two sets of values,
and conversely, pupils having better rapport with their parents
to ask them to do the rank ordering. This may be the explanation
for the higher response rate of the private school parents.
3.1 Life Values of Parents.
In the pooled sample of mothers (Table 2.1a) we can see
that Family Security, Self-Respect, Freedom, Happiness, Wis dom,
and Equality appear as the top values. There is a relative
agreement between the two samples of mothers in ranking these
values but if we pay more attention to the individual medians we
shall see that we cannot speak of an absolute agreement. In any
case, none of the differences in the medians in the top values
are statistically significant.
At the bottom of the hierarchy we find An Exciting Life, A
Comfortable Life, A World of Beauty, Pleasure. The agreement
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MED. R MED R MED. R MED R MED. R MED R
1. A Sense of Accomplishment 7. 00 8.5 7. 83 8 7.27 9 6. 21 6 7.25 8 6.751 7
2. A Comfortable Life 9. 70 11 8. 00 9 9. 35 1 1 8.21 10 6.12 4 7. 93 10
3. Self - Respect 3.07
n
C 4. 83 5 3. 92 nL 3. 83 Z. 6. 25 5 4.31 3
4. Freedom 4. 64 3 2. 50 1 4.16 T■J 2. 11 1 3.33 1 2. 34 1
5. Happiness 6. 70 7 4.10 3 5. 83 4 7. 07 7 4. 25
n 6. 00 5
6. Pleasure 1 1 . 89 13 10.16 12 1 1 . 75 11.76 13 10. 25 12 1 1. 52 13
7. Equality 6.10 6 3. 50 5. 87 5.5 6.16 5 5. 00 3 5.87 4
8. Social Recognition 7. 00 8.5 6. 50 7 6. 90 8 7.10 8 7. 80 9 7.41 8
9. Fami1y Security 2. 50 1 4. 50 4 2. 80
1
1 1 4. 16 3 6. 66 6 4. 25 n
10. A World of Beauty 10.21 12 10. 78 13 10. 50 12 1 1.30 12 10.00 1 1 11. 25 12
11. True Friendship 6. 00 5 8.50 KIT 6. 50 7 7.64 9 8. 00 10 7. 75 9
12. Wisdom 5. 70 4 6.16 6 5.87 3. 5 6. 00 4 6. 75 7 6. 18 6
13. An Exciting Life 8.83 0 8. 50 i Q.5 8. 75 101 8. 90 1 1 0.6 6 13 9.40 11
1.Figures shown are median rankings (MED.) and composite ranks
orders (R), i.e. the rank of the median in the set of values. A
smaller median signifies higher rank.
2. Values are presented in the order in the order in which they
were presented to the subjects (Greek alphabetical order).
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Table 2.2a Work Values : Medians and Composite Rank Orders Tor
Mothers, and Fathers.
WORK VALUES MOTHERS FATHERS
LEONT. GRAVA BOTH LEONT. GRAVA BOTH
private State private ■state
N = 64 N = 22 N = 86 N = 52 N = 1 7 N = 69
MED. R MED. R MED. R MED. R MED. R MED. R
1. Status 14.86 17 12. 00 14 14.63 16 14. 72 17 13. 00 1 7 14. 50 17
n Independence 8. 68 10 8. 50 8 8.63 9 5.30 3 6. 75 6 5. 70 7J
3. Intell. Stimulation 6. 87 5 10. 50 10.5 7.37 6 9. 83 11 10. 50 10.5 10. 00 10
4. Originality-Invention 6.44 4 8.00 7 6. 70 4 8. 50 6.5 5. 50 4.5 7. 16 J
5. Advancement 9. 50 11 7. 00 5 8. 93 10 9.10 9 10.50 10.5 9. 50 8.5
6. Artistic Freedom 14. 00 16 15. 08 17 14. 65 17 15. 00 18 14. 50 13 14. 90 18
7. Authority 16. 16 18 15.62 18 15.95 18 13. 50 15 12. 50 15.5 13.25 15
8. Success-Accomplishment 3. 18
n 3. 66 1 3. 30 1 3.10 1 3. 50 1 3.30 1
9. Opportunity to Travel 13.75 15 12. 33 15 13.41 15 12.25 14 9.50 8 12. 75 14
10. Help Others 7. 75 7 10.00 9 9. 00 11 9. 25 10 10.00 9 9. 50 8.5
1 1. Make Acquaintances 12.14 13 11.25 12 11.90 13 10.83 12 11. 00 12 10.90 12
12. Pleasure Outside Work 11.66 12 11.50 13 11. 62 12 11. 50 13 11.50 13. 5 11.50 13
13. Sal ary 8.55 9 5. 50 3.5 7. 66 7 6.83 4 5.00 3 6.50 4
14. Good Management 7. 16 6 7.16 6 7. 16 5 8.50 6.5 11.50 13.5 10. 10 11
15. Working Conditions 5.42 3 5.50 3. 5 5.44 3 7. 50 5 5.50 4.5 7.50 6
16. Variety 13.00 14 12.50 16 12.81 14 14.50 16 12. 50 15.5 14.30 16
17. Secure, Stable, Job 3.12 1 4.50 2 3.37 9 4.16 n 4. 50
n 4.25 n
18. Relations with Colleagues 8. 20 8 10. 50 10.5 8.44 8 8. 83 8 3. 50 7 8. 78 7
1.Figures shown are median rankings (MED. ) and composite ranks
orders (R), i.e. the rank of the median in the set of values. A
smaller median signifies higher rank.
2.Values are presented in the order in the order in which they
were presented to the subjects (Greek alphabetical order).
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here between the two samples appears to be greater, as the
medians show us. The most pronounced differences between the two
samples of mothers, if we look at the composite rank orders,
appear to be in Equality and Happiness, which are valued
more by the state school mothers, and F an i 1 y Security, and
True Friendship, which are valued more by the private school
mothers. The only one of these differences that is significant
at the 0.01 level is in True Friendship.
The value system similarity coefficient between the two
groups of mothers is 0.789 (Spearman rho p<0.01) . The
coefficient of concordance (W) is 0. 243 for all mothers ranking
the Life Values, 0.289 for the private school mothers and 0.203
for the state school mothers. All coefficients are significant
(p<0.001 >.
Despite the distinctly unequal samples, in the two groups of
fathers, there seems to be some consensus in ranking Freedom
as the top value, as it appears first in both the separate
samples and the pooled sample. This agreement, though, does not
extend to the other top values of the pooled sample of fathers.
In general, there are no statistically significant differences
between the two samples of fathers in ranking the Life Values,
but with larger samples some of the existing trends might have
appeared to be significantly different. The fathers of the
private school pupils appear to value more Freedom,
Self-Respect, Family Security, His don , Equality, and A Sense
of Accomplishment, while the fathers of the state school pupils
a p p e a r to value more Freedom, Happiness, Equality, A
Comfortable Life, Self-Respect, and Family Security. The two
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values which seem to have the most pronounced differences, both
in terms of the medians and the composite rank orders, are
Happiness, and A Comfortable Life, which seem to be valued
considerably more by the state school fathers. None of these
differences, however, are significant at the appointed level.
At the bottom of the hierarchy, private school fathers place
An Exciting Life, Beauty, and Pleasure, while the state
school fathers also give lower priorities to the same values in
a somewhat different order: Beauty, Pleasure, and Exciting
Life, which shows greater agreement in the two groups in the
values ranked low.
The coefficient of similarity between the two value systems
of fathers is 0.696 (Spearman rho p<0.01). The coefficient of
concordance for all fathers ranking the Life Values was 0.236,
for private school fathers 0.273, and for state school fathers
0.197. All the coefficients were significant (p<0.001).
Summary: There was a relative agreement between the two
samples of parents in ranking the Life Values. The agreement
appeared to be greater in ranking the values that obtained low
positions in their hierarchies. In general, the agreement was
greater between the two samples of mothers (rho 0.789) than
between the two samples of fathers.
The top Life Values of the pooled sample of mothers were:
Family Security, Self-Respect, Freedom, Happiness. Their
bottom values were: /I n Exciting Life,, A Comfortable Life, A
W or Id of Beauty, Pleasure. The top Life Values of the pooled
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sample of -fathers were: Fr eedoa, F a ■ i ly Security, Self-Respect,
Equality, Happiness, while their bottom values were: A
Con for table Life, An Exciting Life, A HorId of Beauty, Pleasure.
We can see an overall similarity between fathers and mothers
ranking the Life Values.
There appeared to be some differences in the medians between
the samples of same sexed parents from the two different schools
but the only difference that was significant was between mothers
ranking True Friendship, which was valued more by the private
school mothers.
The highest agreement in ranking the life Values was in the
private school mothers (W: 0.289).
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3.2 Work Values of Parents
The Work Values hierarchy of the two groups of mothers are
presented in Table 2.2a. It can be seen that there is a consi¬
derable agreement in the two groups in ranking the three most
important values which are:Succesj - Accomplishment, Secure,
Stable Job, and Working Conditions. The next four top values
in each group are different however; the private school mothers
place next Originality - Invention, Intellectual Stimulation,
Management, and Help Others, while the state school mothers
place Salary, Working Conditions, Advancement, and
Management at the same ranks.
As concerns the values at the bottom of the hierarchy (ranks
14-18 in the pooled sample), the two groups of mothers rank
Variety, Opportunity to Travel, Status, Artistic Fredom,
Authority in relative agreement. The only items that present
some differences in the medians are Intellectual Stimulation
and Status which appear to be valued less, considerably so,
the first by the private school mothers and the second by the
state school mothers. The differences, though, are not
statistically significant, nor are any other differences in the
medians in the two groups of mothers.
The similarity coefficient between the two groups appears to
be 0.857 (rho p<0.01). The coefficients of concordance are 0.289
for all mothers ranking the Work values, 0.320 for the private
school mothers, and 0.246 for the state school mothers. All the
coefficients are significant at the 0.001 level.
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The value hierarchies of the two groups of f athers are
similar at both the top and the bottom ends (and with the
exception of Management, Opportunity to Travel, in the middle
part, as well). Thus, both groups of fathers agree in placing at
the top of their respective hierarchies: Success-
Accomp 1 i sha ent, Secure, Stable Job , Salary, Working Conditions
and, with some difference in the medians, Independence and
Originality-Invention. Good Management also appears at the
top of the value hierarchy of the private school fathers and
much lower in the other group, but the difference is not
statistically significant. The agreement in ranking the Work
Values is also extended to the lower part of the hierarchy, as
both groups value least Authority, Variety, Status and
Artistic Fredoa, The similarity coefficient between the two
value systems is 0.897 (Spearman rho p<0.01) .
Table 3.3 presents similarity indices of the value systems
between parents, and between parents and children. The
similarity coefficient (Spearman rho) was computed in the way
suggested by Feather (1975). The composite rank orders of the
values in the value systems of the fathers and mothers as they
appear in Tables 2.1a and 2.2a were correlated with the
composite rank orders of the value systems of their sons (not of
the whole sample of pupils ) and with each other. These indices,
however, as it was pointed out earlier, inflate similarities
between value systems, as they do not take individual variations
into account, and thus it would be advisable for these indices
to be taken as mere indications of direction and relative
magnitude. Another way of presenting such similarities is to
compute a rank order correlation coefficient between the value
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Table 3.3 Rank-order Correlations of the Median Rankings of
Life and Work Values for Pupils and Parents of Private
School (Leontion), State School (Grava), and Both Schools
Combined.
Leontion Grava Both Schools
Sons Fath. Moth. Sons Fath. Moth. Sons Fath. Moth
Note: Work Values are above the diagonal and Life values below
the diagonal of each matrix. All coefficients are significant at
the 0.01 level except for two marked #, which are significant at
the 0.05 level of significance.
Table 3.4 Statistically Significant Differences (Mann-Whitney)
Betwen Sons and Parents (p<0.01)
1.SONS-FATHERS *
Life Values: Pleasure (S), Family Security (F), True Friendship
(S)
Work Values: Variety (S)
2 .SONS-MOTHERS
Life Values: Freedom (S), Pleasure (S), Social Recognition (Ml,
Family Security (M)
Work Values: Independence (S), Help Others (M), Management (M),
Working Conditions (M), Secure, Stable Job (M)
Fig.3.1


































hierarchy of each parent - child pair and then to plot the
frequency distribution of the coefficients thus obtaining the
similarity profile of the two groups. Fig. 3.1 presents the
distribution of the similarity coefficients. Similarities are
still obvious but they are not as high as they appeared to be
when the previous method (similarity coefficients between value
systems) was employed. The similarities presented in Table 3.3
must be considered in conjunction with Fig. 3.1.
A comparison of the value systems between parents of the two
school environments showed that there is a statistically
significant difference between mothers and fathers in FaniIy
Security, the mothers valuing it more. The only significant
difference between similar parents (fathers or mothers! across
schools was between mothers in True Friendship, which the
private school mothers value more.
3.3 Significant Differences in the Value Systems Between Parents
and Sons.
In Tables 2.1 and 2.2 we can see that both the medians and
the compsite rank orders in the value systems of pupils and
parents present some marked differences. We tested the
significance of these differences employing the Mann-Whitney
test. In conducting the test we employed a sub-sample of "own
sons", ie we compared the value systems of the parents with the
value systems of their own sons, and not with those of the
pooled sample of pupils, in order to remove any effects that the
sample sice might create.
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The results are presented in Table 3.4. Next to each value
label we place S or F or M in parentheses to indicate which
group attributes a significantly higher rank to each individual
value in the table.
Thus, in the case of the Life Values we can see that sons
value Pleasure, Beauty and True Friendship more than their
fathers and Freedom, Beauty and Pleasure more than their
mothers. Both parents value Family Security more than their
sons and in addition mothers value Social Recognition more
than their sons.
In the case of the Work Values, sons value Variety more
than their fathers and Independence more than their mothers.
Mothers, on the other hand, value Help Others, Secure, Stable
Job, Management and Harking Conditions more than their sons.
Consultation of Tables 2.1 and 2.2 will give us an approximation
as to the differences in the medians.
In general we can say that the parents value security, social
recognition, altruism, and working conditions more than their
sons, who, in turn, value pleasure, friendship and independence
more than their parents. These differences will be further
discussed in chapter four.
207
3.4 Intel-correlations of Life/Work Values and Factor Analysis.
Before we proceed to a discussion of the results presented so
far, i.e. similarities and differences in the value systems of
our sample, we must first see how the Rokeach Value Survey has
worked with our sample.
As can be seen from Table 3.5 A Comfortable Life presents
the higher intercorrelations with other values, followed by
Equality, Pleasure, and H i sdon. The highest intercorrela¬
tions are between A Comfortable Life and Equal ity(-0.540)
and A Comfortable Life and Pleasure! 0.520). A Comfortable
Life is also negatively related with Self-Respect, True
Friendship,and U i sdom. These intercorrelations show that in
the case of our sample these 13 Life values could have been
presented in fewer, mare meaningful, patterns. Thus a Factor
Analysis (SPSS-PA2, Varimax Rotation) gave a distinct pattern
involving two factors (eigenvalues>1.00) which account for 19'/.
and 8.15'/. of the variance respectively. A third factor also
tended to appear involving two values, Beauty, and negatively
Family Security but its contribution to the variance was only
5.22"/. and its eigenvalue lower than the appointed level of
significance (1.00). This factor though, is also presented here
(Table 3.6) for purposes of description and comparison. In other
words, from the responses of our sample we could conclude that
there are some indications for the existence of different
dimensions of values from the ones presented by Rokeach and









-0.27- .368—" -0.04-0.17- .229 -0.09- . 80.00-0. 41 0.05. 0. 2-0.18- .2811 -0.16- . 80.2- 20.03.12 -0.27- 320.19-0.1.15-0.00.1 O.OOA.77—A77-A-A7T?- .13-0.22
209
Table 3.6 Principal Factoring with Iterations of the 13 Life
Values (V a r i m a x Rotation N = 223)
Life Values Factors 1 2 3
l.A sense of Accomplishment -0.066 -0.468 -0.156
2.A Comfortable Life 0. 788 -0.247 -0.156
3.Self Respect -0.517 -0.070 0. 051
4.Freedom -0.242 0. 395 -0. 136
5.Happiness 0. 284 -0.090 0.112
6.PIeasure 0. 742 0.084 0.114
7.Equality -0.497 0. 531 -0.136
8.Social Recognition -0.062 -0.535 -0. 140
9.Fami1y Security -0.006 0.008 -0.439
10.Beauty -0.050 0. 142 0. 566
11.True Friendship -0.171 0. 480 -0.054
12. Wisdom -0.437 0.113 0. 102
13.An Exciting Life 0. 364 -0.110 0.282
Factorl: Eigenvalue 2.479 (19 percent of the variance )
Factor2: Eigenvalue 1.060 (8.15 percent of the variance)
Factor3: Eigenvalue 0.679 (5.22 percent of the variance)
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From the results presented in Table 3.6 we can see that this
third -factor cannot stand on its own statistically due to its
small eigenvalue but it is noteworthy that a similar -factor
appeared in Rokeach's factor analysis in which there was a
positive loading of Beauty (0.58) and a negative loading of
Fan i Iy Security (-0.50). Rokeach named this factor "societal
versus family security" as it also involved Equa I i ty, Help¬
ful, Imaginative, with positive loadings and Ambitious,
Responsible, Capable with negative loadings. It must also be
pointed out that Equality in our case loaded on two factors,
whereas Happiness on none.
The three factors that seem to emerge from our sample's
rankings of the life Values are:
Factor 1. Pleasure, comfort, and excitement in life seem to be
contrasted with values associated with personal integration.
A Comfortable Life (0.788)
Pleasure (0.742)




Factor2 Social accomplishment and integration seem to be
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2 1 2
Factor3 Beauty versus -family Security
Family Security (-0.439) Beauty (0.566)
Table 3.7 presents intercorrelations between Work Values.
Intellectual Stimulation, Salary, and Secure, stable Job,
seem to be the values intercorrelating most with other values.
The highest intercorrelations are between Salary and Ar tistic
Freedom (-0.454), Originality-Invention and Intellectual
Stimulation (0.443), Status and Authority (0.402), and
Salary and Originality-Invention (-0.406). fill these coef¬
ficients are in the expected direction and the same is true for
most of the other coefficients which could be taken as an
indication of consistency in the ranking of the values.
Table 3.8 presents the results of a factor analysis of the
Work values (SPSS-FA2 Varimax Rotation). Three distinct factors
appeared accounting for 15.4 7., 10.4'/. and 8.007. of the variance,
respectively (eigenvalue>1.00). A fourth factor also appeared
which did not meet the eigenvalue>1.00 criterion and which
accounted for 4.87. of the variance. This factor is presented
here for descriptive purposes as it shows better, along with the
others, the dimensions that seem to emerge from our sample. In
total, the factors emerging from the analysis of the Work Values
explain more of the variance than the factors that the analysis
of the Life Values gave us.
The factors extracted from the factor analysis of the Work
Values are:
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Factorl Extrinsic Rewards versus Intrinsic Rewards
Advancement (0.527) Independence (-0.350)
Authority (0.323) Int.Stimulation (-0.572)
Salary (0.497) Originality-Invention (-0.643)
Management (0.436) Artistic Freedom (-0.589)
Secure,stable Job (0.561)
Factor2 Workino Conditions versus Status (*) and Authority
Good Management (0.462) Status (-0.687)
Working conditions (0.561) Authority (-0.537)
Relations with Colleagues (0.450)
* The specific problem connected with Status as a value in
this research is discussed in section 4.2, in this Part.
Factor3 Social Relations versus Intellectual Accomplishment
Opportunity to travel (0.634) Intell.Stimulation (-0.330)
Make Acquaintances (0.320) Success-Accomplishment (-0.316)
Pleasure outside Work (0.587) Help others (-0.381)
Salary (0.372)
Factor4 Altruism and Social Relations versus Advancement
Help others (0.446)
Make Acquaintances (0.635)
Relations with Colleagues (0.363) Advancement (-0.380)
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Table 3.8 Principal Factoring with Iterations (PA2) of the IB
Work Values (Varimax Rotation,N = 223)
Work Values Factors 1234
I.Status 0.198 -0.687 -0.114 0.002
2.Independence -0.350 -0.002 0.028 -0.062
3. Intel.Stimulation -0. 572 0.005 --0.330 -0.073
4.Original-Invention -0.643 -0.083 -0.234 -0.254
5.Advancement 0.527 -0.103 -0.045 -0.380
6.Artist.Freedom -0.589 0.140 -0.108 0.003
7.Authority 0.323 -0.537 0.116 -0.156
8.Success Accompl. -0.039 -0.256 -0.316 0.040
9.Opport.Travel -0.040 -0.154 0.634 0.154
10.Opport.Help others -0.133 0.187 -0.381 0.446
II.Make Acquaintances 0.050 -0.060 0.320 0.635
12.Pleasure out.Work 0.003 0.035 0.587 0.016
13.Salary 0.497 -0.010 0.372 -0.294
14.Good Management 0.436 0.462 -0.132 -0.062
15.Working conditions 0.258 0.561 0.029 -0.023
16.Variety -0.240 -0.018 0.080 0.071
17.Secure,stable Job 0.561 0.264 -0.138 -0.216
18.Relations with Coll.0.087 0.450 -0.137 0.363
Factor 1:Eigenvalue 2.774 15.40 percent of the variance
Factor2:Eigenvalue 1.865 10.40 percent of the variance
Factor3:Eigenvalue 1.428 8.00 percent of the variance
Factor4:Eigenvalue 0.856 4.80 percent of the variance
215
4. Discussion of the Differences and Similarities in Value
Systems Between Pupils, Parents, and Types of Curriculum.
4.1 Lite Values
Examining differences in value systems, we must combine the
information that we get from the composite rank orders with the
information given by the tests of statistical significance of
the differences. Differences in ranks sometimes do not represent
true differences if the medians are close or if the scores have
shown great variability. If we assume that in essence we iVave
three categories of ranked values - top, middle, bottom - then
the tests of significance, the Mann-Whitney in our case, can
also be misleading, because they might give us a significant
difference of the median but if the value in question happens to
be in the top, low or middle values of both groups compared, the
difference is not always of great interest. With such
considerations in mind we shall proceed to an interpretation of
the differences in the value systems of our groups.
Our basic hypothesis in examining the value systems of both
children and their parents was that they would present
similarities which could not be attributed solely to their
sharing the same culture. This hypothesis seems to be confirmed.
As it was reported earlier, the pupils in our sample differed
significantly from their parents in only a few of the values in
either set, none of which (with the exception of Freedom) was
a top value. If we have a look at the six top values of each
group we have the following picture:
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Sons Mothers Fathers
Freedom Fami1y Security Freedom
Happiness Self-Respect Family Security
True Friendship Freedom Sel f-Respect
Self-Respect Happiness Equality
Equality Equality Happiness
Wi sdom Wisdom Wisdom
Sons differ significantly from both parents in Fax i 1y
Securityt which the parents as expected value more, and from
their fathers in True Friendship. Again, as expected, the
children value it more. Another significant difference between
mothers and sons was in Freedox but we cannot say that it is
of any importance here since, as it is obvious, it reflects a
difference in median values and not a true difference, since it
is at the top of both value systems. Its position, though, in
relation to other top values can give us some indications: sons
value Freedox more than Happiness, True Friendship, and
Self- Respect, fathers value it more than FaxiIy Security,
Self- Respect, and Equal ity, while mothers value F axi1y
Security and SeIf-Respect more than Freedox.
The same things can be said about the bottom values. If we
take the four last values in the hierarchy of each group, we
have the following picture:
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Sons Mothers Fathers
Social Recognition Exciting Life Comfortabl e Life
Exciting Life Comfortable Life Exciting Life
Pleasure Beauty Beauty
Beauty PIeasure Pleasure
Again the significant differences in Beauty between sons
and mothers, and sons and fathers reported earlier, reflect
differences in the rankings, and not true differences if we take
the values placed at the bottom separately.
In general, the similarity in values, both at the top and the
bottom of the hierarchy, between the three groups, and between
sons and parents, in particular, which is of interest here, is
so great that we can assume that the value system of our sample
of pupils has originated from the value system of their parents
with the differences expected from the difference in age, i.e.
Family Security valued more by the parents and True Friend¬
ship valued more by the sons.
Freedom, Happiness, True Friendship, and SeIf-Respect
being the top Life Values seem to characterize our sample of
pupils from both schools. On the other hand, fin Exciting Life,
Pleasure, and Beauty appear to be valued least. It is obvious
that pleasure, as a life goal, is vividly contrasted to altruism
and social relations. This also appeared as a separate dimension
in our factor analysis, as it was reported earlier.
If we contrast the four top values of the pupils with their
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bottom -four values, we have the -following contrast:
Top Bottom
Freedom Social Recognition
Happiness An Exciting Life
True Friendship PIeasure
Self Respect Beauty
We could claim that the contrast is between personal dignity
and personal integration, on the one hand, and personal accom¬
plishment, on the other. This is further pronounced by the
values following each top-bottom part. Equality, Wisdom, and
A Sense of Accomplishment follow the top values, in the
hierarchy, while Family Security and A Comfortable Life
precede the four bottom values. In the value hierarchy of our
pupils it appears that end-state needs have a priority over
personal needs, which constitute short-term goals, or means.
The appearance of Freedom as the top value can easily be
explained within the social and historical framework of the
Greek society. For almost four centuries the Greeks were under a
Turkish occupation, to which all the problems of modern Greek
society have traditionally been attributed. Freedom was twice
restricted in the recent years, once by the Nazis who occupied
Greece for four years (1940-1944), and then by the military
junta (1967-1974), two experiences that were more recent and
have left deep scars in contemporary Greek society.
It is our view though, that besides historical reasons social
reasons must have played a more important part in shaping such
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evaluations. Greek society in most of its institutions, the
family, the school, the civil services, public administration,
is strongly characterised by authoritarianism, and thus lack of
liberalism, in conjunction with the traditional emphasis placed
mainly on national freedom must have resulted in either a true,
or a stereotypic evaluation of freedom.
The truth is, though, that besides particu1aristic explana¬
tions that we may offer concerning our sample, Freedom as a
top value appears in other studies of similar nature involving
young people (cf. Feather, 1975; Rokeach, 1973), which must mean
that it is a characteristic top value among young people.
In the same context we must consider the high position given
to Self-respect. In this case our sample have given it a much
higher rank than the pupils that took part in Feather's (1975)
study. We must also pay attention to the fact that' these two
values (Freedom, Self-Respect) also appear at the top of the
hierarchy of the parents, athough when it comes to generational
differences (e.g friendship, and security of the family) we see
no such consensus between parents and children.
As for Happiness, it can be said that it appears to be
given high ranks in other studies, too. What is of interest
though, with the ranking of Happiness by our sample, is that
fathers and mothers seem to give it a somewhat lower position
than the children, which reflects both the realism of adults and
the needs or fears of the young. The difference, however, is not
so great, if we look at the medians (5.0 of the sons, 5.8 of the
mothers, and 6.0 of the fathers).
One additional hypothesis that was made beforehand, that
there would be some differences between the two schools, was
only marginally supported. The hypothesis had been made on the
following assumption: All of the parents of the private school
could have sent their children to the state school, also, some
of the parents of the state school could have sent their
children to the private school. On the basis of the material
collected from the interviewed sub-sample it was found that
there were some class differences between the two schools. There
were more working class pupils in the state school while the few
upper class pupils of our sample appeared only in the private
school. We found that if we contrasted upper and middle class on
the one hand and working class on the other, the difference
between the two schools in social class composition was
significant.
Whatever the case might have been, it was expected that
belonging to either school environment would reflect on the
value systems of the parents, firstly, and the children
secondly. We should not proceed, however to speculations about
differences in values between the two schools reflecting social
class differences, as we do not have data on social class
membership of the whole sample.
Unexpectedly, however, no significant difference was found in
the Life Values set between parents of the two schools. The only
significant difference found was between mothers in True
Friendship. Yet, the only difference found between pupils of
the two school environments, in Uisdon, could give us a clue,
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if we consider the importance of education in the Greek society.
We can only guess at the semantic meaning of the word "wisdom"
to our pupils but as the Greek word for it has been connected
with knowledge since ancient times, there is a high possibility
that it was interpreted as "education". This is a possible
reason why it was also the only significant difference in Life
values between Sciences pupils and the less privileged
educationally Technical pupils. In other words, the fact that
the private school pupils place H i sdom fifth and the state
school pupils place it eleventh, and that this difference is
statistica11y significant, might reflect the higher importance
given to Education by the private school pupils, and this could
reflect original choice of school or a value priority formed
because of the attendance of this particular school, if not a
social class difference.
In general, the value systems of the pupils of the two
schools present similar Life Value hierarchies, as can be seen
by inspection of Table 2.1 and, thus, with some reservation
about the true meaning of U is 4on, in which they differ signi¬
ficantly, it can be said that there is an overall homogeneity in
Life Values in the combined sample.
4.2 Work Values
Our hypothesis that the value systems of sons would have a
marked similarity with those of their parents, was also
supported in the case of Work Values, with the rider that the
similarity was greater between sons and fathers. something
that should have been expected.




Independence Secure Job Secure Job
Salary Working Conditions Independence
Secure job Originality-Invent. Salary
Or i gi nal ity-In v. Good Management Originality-I nvent.
Working Cond. Intellect.Stimul. Working Conditions
We can see that the top values between sons and fathers are
almost identical. If we consider the fact that the top values of
the mothers, too, resemble to a large extent the value hierarchy
of the fathers and the sons, we can assume, once more, that
within similar groups of families, members share what Feather
calls a cognitive ecological system.
The only difference that is statistically significant is in
kariety between sons and fathers, something strange, at first
view, because it is ranked 15th and 16th respectively. It is
easily explained, though, if we look at the medians which are
11.7 and 14.3, respectively. As we said earlier, such
differences simply reflect variability in the scores and they
are not of particular interest, since in both cases the value is
placed at the bottom of the hierarchy.
The differences that are statistically significant between
sons and mothers in Work Values are in Independence,
Opportunity to Help Others, Management, Working Conditions, and
Secure, stable Job. While in the Life Values set Freedom had
a high position in the value hierarchy of all three groups, when
it comes to Work Values, its equivalent, Independence, is not
given a high rank by mothers, while both fathers and sons
continue to give it a high rank (third and second,
respectively). It is not easy to explain this inconsistency. It
should be expected that mothers having generally less experience
of paid work would show less concern for autonomy in work. On
the other hand, if we assume that mothers do care about
independence in work, they must have expressed this through the
higher rank they gave to Management (5th), while sons and
fathers give a high rank to Independence and low ranks to
Good Management (11th for both). We saw in a previous section
that in the first factor of our factor analysis, the factor we
named "Extrinsic versus Intrinsic Rewards", Advancement,
Author ity, Salary, and Secure, stable Job had positive
loadings, while Independence, Intellectual Stimulation,
Originality - Invention, and Artistic Freedom had negative
loadings. This could mean that in the perceptions of our
subjects you can have the former at the expense of the latter.
The differences in Working Conditions and Secure, stable
Job once more reflect differences in the variability of scores,
since they are of the top values of all three groups. The
difference in Help Others must represent a particular concern
in the case of mothers, as opposed to their children. At any
rate this value is not given a high rank by mothers either
(11th).
If we try to interpret the value hierarchy of our sample of
pupils, we can reach some interesting conclusions. The absence
of interest in the material and hedonistic aspects of life that
was predominant in the ranking of Life Values in a way continues
in the ranking of the Work Values. Thus, we find Success
Accomplishment, and Independence at the top together with
Salary, Secure, stable Job, Originality - Invention , and
Hor k ing Conditions. Independence is still at the top, in the
same way that Freedom was in the Life Values set, but we must
point out that while the Life Values were ranked non
contextually, i.e. in a general non - specific manner, the Work
Values must have been ranked with the subjects most probably
having concrete, if not specific, situations in mind, their
fathers' jobs or the particular jobs they had been thinking
about. In this way the ranking of the Work Values must have been
done contextually, and thus more realistically.
In any case, what is apparent in the value hierarchy of our
group of pupils is a need for accomplishment and creativity in
the work context accompanied by a need for good working
conditions and good salary. The same evaluations seem to
appear in the parents as well.
One value that appears at the top and can be interpreted as
reflecting the structural impact on such cognitive evaluations
is Secure, stable Job. The anxieties of the parents have been
transmitted to the sons. But there is something else, too. At
the time of the research, unemployment had just started making
its -first appearance in Greek society, after the economic boom
o-f the postwar years. Thus, we can understand why stability is
something highly valued by our pupils.
What is strange is the low rank given to Status (16th). It
is our firm belief that the word was taken to mean something
else, because if there is one value prominent in everyday
middle- class life in Greece itis the pursuit of a "social
position", through the acquisition of educational
qualifications, which sometimes are never going to be used
professionally. This is the main reason for what we said
earlier: all pupils in the last year of secondary education are
by default candidates for higher education. It is significant
that in 1983 a new system was introduced: some pupils could opt
not to be candidates, if they chose to, and the system has
failed according to most accounts, because very few chose this
route. We must reiterate that the percentage of pupils attending
the second cycle of secondary education in Greece is among the
highest in Europe, and the same is true for higher education
(but not of non - University level) (Cassotakis, 1979). It is
our feeling that Status might have received a higher position
if a more suitable word (e.g.Social Position) had been chosen.
The way most people in Greece would refer to social status would
be "educated" or "a place/position in society" or "successful".
Most probably the high evaluations of Success-Accomplishnent
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and Uis dot in our sample reflect just that.
Let us now compare the two school environments. It was said
earlier that our hypothesis that the two schools would differ
significantly was not supported in the case of the Life values,
with some reservations about the true meaning of Hisdo». Some
characteristic differences in the case of Work Values were:
Rank
Leontion Gr a va
(private) (state)
Intellectual Stimulation 7 11
Advancement 15 7
Variety 11 16
Secure , stab 1e Job 6 2
Of these differences only Advance sent was statistically
significant. It is our view that this difference, along with the
nonsignificant ones, reflects the anxieties and the wishes of
the socially and educationally privileged pupils on the one hand
and the unprivileged on the other. Advancesent and Secure,
stable Job are more important for the state school pupils
because they know they are difficult for them to get. Similarly,
more "luxurious" values like Variety and Intellectual
Stimulation are more important for the private school pupils
who also care less for the security of the job and for
advancement in their future jobs, obviously because they have
not experienced such threats in their family environments. It is
our feeling that if the social class differences that
characterize our interviewed sub-sample are representative of
differences that are also present in the whole sample, these
class differences must be reflected in the ranking of these
values.
If we consider statistically significant differences between
types of school, we find none in the state school. In the
private school though, the Arts pupils value Status, Advance¬
ment, and Authority more than the Sciences people. Arts
graduates are not expected to attain such values easily, thus
such evaluations should be taken to reflect needs. At this point
perhaps we should refer back to Table 8.2 in Part II, where we
can see that the forecast for Humanities graduates is very bleak
as a surplus of around 27,000 such graduates will exist by 1985.
In this discussion of the value systems it has become
apparent that we have adopted the view that values are mani¬
festations of needs, a view presented by Rokeach (1973). We
think that this view is supported to a certain extent by the
value hierarchies that we have presented.
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5. Work Salience - The Work Quiz
It was pointed out earlier that the Work Quiz was included in
this study as an attitude measure (Work Salience) that would
eventually be related to values. Rokeach considers values the
antecedents of attitudes and on this theoretical basis, it was
hoped that some relations between certain values and attitudes,
and, perhaps, even a causal link could be established.
5.1 The Three Original Scales of the Work Quiz.
The WQ items and their corresponding abbreviated forms, with
the means and standard deviations are presented in the Appendix.
The three dimensions measured (Responsibly Committed,
Traditionally Comfortable, and Passively Unconcerned) were also
presented earlier (Part II, section 5.1).
Since the instrument had not been piloted at all with a Greek
sample, the responses of our subjects were factor analysed so
that the dimensions emerging from our sample could be examined.
Table 5.1 presents loadings on the three scales. The first
column (marked K.T.) under each factor presents the loadings
reported by the author and the second column (marked A.K.) the
loadings in our own factor analysis. The abbreviated Work Quiz
items are presented.
Both analyses were similar in method (Principal Factoring-
SPSS PA2 - Varimax Rotation). In both analyses responses were
classified as 1: disagreement, 2: neutral, and 3: agreement, so
that individual variations in the strength of agreement or
Table 5.1 Factor Loadings of
WQ Items*




















3.Job of Real Value
4.Prefer Resp.Organiz .
5.Pay very important
7.AS long as it keeps going
8.Never flog yourself
9.Uneasy if could do better
II.Pensions,benefits
12.Don't mind job
13.Give up own time
15.Friends think little
16.Wouldn't work but have to-





22.Not think when done







































*0nly items included in both analyses are presented.
disagreemerit could be removed (Taylor, 1975; p. 93). Taylor's
analysis is based on 332 respondents and ours on 225
respondents. It can easily be seen that there is a great deal of
disagreement in the two analyses.
Despite the above results, an effort was made to classi-fy
pupils into types on the basis of their scores on the scales. As
expected, it did not work, because very -few pure types were
found. After some more attempts at utilizing the material
collected in different ways, it was decided that it should be
further investigated in the way that it seemed to emerge from
our sample. As a matter of fact it was noticed that there was a
tendency for items to cluster together according to the
initial categorization made by Taylor (Actualizing, Calcula¬
ting, Traditional) which he had abandoned because it had not
been supported by the data.
5.2 The New Scales
Three new scales were constructed on the basis of the results
of our own the factor analysis and the initial categorizations
made by Taylor. Two of the scales seemed to be similar to the
initial scales employed by Taylor (Actualizing, Calculating) but
the third scale did not seem to fit the description of "Tradi¬
tional". Twenty four items of the original 33 were kept, 8 for
each scale, one of which had a negative loading on the scale.
The three final scales employed in the analysis, the loadings of
the items on the factors (the scales), and the initial




WQ3.Job of real value (0.522) Actualizing
WQ9.Uneasy if I could do better (0.303) Actualizing
WQ13. G i v e up own time (0.366) Actualizing
WQ16.Wouldn't work but have to (-0.456) Traditional
WQ19.Want challenge (0.491) Actualizing
WQ2 1.Personal 1y involved (0.644) Actualizing
WQ23.Encourage initiative (0.409) Actualizing
WQ31.Perfectionist (0.515) Actualizing
In the first new scale we see that the only item that had not
been categorized as Actualizing by Taylor is Item 16 (Wouldn't
work but have to) but its negative loading on the scale allows
its inclusion.
Sc a 1e2:CALCULAT ING Loading Initial
Category
WQ1.Everybody gets promotion (0.444) Calculating
WQ2.Same line as family (0.327) Traditional
WQ4.Prefer respected organiz/on (0.462) Calculating
WQ5.Pay very important
WQ11.Pensions,benefits








Note: Items W Q11 , WQ28, WQ30 do not meet the criterion of
significance for factor loadings (+/- 0.300) (cf. Child, 1970).
Four items had not initially been categorized as "Calcula¬
ting" (Items 2, 20, 28, and 30 ). Item 2 (same line as family)
could easily be a "calculating" item within a particular
culture, as seems to be the case with our sample. The negative
loading of item 20 (interest not money) also allows it to be
included. Finally, items 28 (not leave home), and 30 (Parents'
advice) could again be considered as "calculating" within a
specific cultural context.
The third scale could not exactly be called "Traditional". On
the basis of the content of the items loading on this scale,
which showed a detached attitude towards work we decided to call
this scale "Uninvolved".
Sc a 1e3:UNINVOLVED Load i ng Initial
Category
WQ8.Never flog yourself (0.499) Traditional
WQ 14.Everyone relax (0.471) Calcul./Tradit
WQ15.Friends think little (0.463) Traditional
WQ18.Continue as youngster (0.247) Traditional
WQ24.Surrounding and people (0.300) Calculating
WQ26.Time for leisure (0.597) Calculating
WG27.Hate in charge (0.343) Calculating
WQ29.Want responsibilities (-0.399) Actualizing
The three scales were far from perfect but at least they
reflected some cultural idiosyncracies as one can easily see.
The "Calculating" scale, in particular, seemed to be the weakest
of the three, in that three items did not load on the scale
significantly.
As a matter of fact, the three scales that were first tested
with our sample (Responsibly Committed, Traditionally Comfort¬
able, and Passively Unconcerned) , showed very low reliability
coefficients (alphas: 0.108, 0.449, and -0.263 respectively).
The three new scales seemed to do better. Reliability
coefficients (alphas) were higher: Actualizing 0.636, Calcula¬
ting : 0.481, Uninvolved: 0.438, but still not high enough to
allow us to say that psychometrical1y the instrument was
reliable.
The adaptation of the instrument had been made after the
measurement and thus it was not possible for results to change
significantly. In any case, in terms of absolute magnitude of
the scores 159 pupils could be classified as "actualizing"
(71.3"/.), 27 as "calculating" (12.17.), and 6 as "uninvolved"
(2.77.). 31 pupils (13.97.) had equal scores on the "actualizing"
and "uninvolved" scales, which was strange, because these two
scales were assumed to be exact opposites, and 1 pupil had equal
scores on all three scales. Whether these results reflect an
inadequacy of the instrument or an inconsistency in the
responses is not known. The fact was that in general the
instrument was not effective.
In view of the above results, it was decided that no further
analysis would be made based on such classifications. What was
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done though, was a correlation analysis between scores on the
scales and scores on individual values tor the exploration of
existing trends.
All the coefficients obtained were very low. We shall present
here only coefficients that were higher than +/- 0.3. They are




Actualising - Success-Accomplishment 0.309
Other correlation coefficients with regard to the "Uninvolved"
scale were with Success- Ac coup 1ishnent (-0.282), and with
Pleasure outside nork (0.266).
The above coefficients between attitudes to work and values
show some indications of a relationship between the two, as well
as a certain amount of consistency in the responses given. It is
obvious that the Work Quiz, in the form employed in this study,
was not able to unravel any such relationships in a
statistically irrefutable way. A better adaptation of the
instrument, or a better instrument altogether, may in the future
explore such relationships in a more meaningful way.
The three dimensions of young people's attitudes to work that
seem to emerge from our sample are:
Actualizino: The person adopting this attitude seems to value
work, to be a perfectionist and to seek initiative and personal
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involvement in work. This attitude seems to be related with the
position of Success- Ac cot p 1 i s ha en t in the value hierarchy.
Calculating : The person adopting this attitude seems to give
a high value to the monetary rewards of work and not to
intrinsic rewards (interest). He seems to be concerned with
promotion and security and to show strong -family bonds. This
attitude seems to be related with the evaluations given to
Advan cexent and Saiary.
Lin i nvol ved : The person adopting this attitude seems to be
more concerned with leisure and social relations than with work
itself. This person seems to avoid responsibilities and hard
work. This attitude seems to be related with the evaluation of
Pleasure.
We can assume that such attitude dimensions, as the ones
tentatively presented in this research do exist, but they were
not described precisely by our scales. What is of importance
though, is that our sample presented some evidence that these
three dimensions (Actualizing, Uninvolved, Calculating) were
more meaningful than the ones initially employed (Responsibly
Committed, Traditionally Comfortable, Passively Unconcerned). As
the latter emerged from a sample of Australian young people, it
can be said that most probably cultural, or sampling differences
are reflected in the two different results.
In our view, attitudes to work must be culture specific, and
the results o + the Work Quiz indicate that. As far as we know,
in the case of the culture within which this research was
conducted there has not been any previous work that would
indicate the possible directions and dimensions such attitudes
might have, and in this sense, the results of the Work Quiz
could serve as the seminal framework. In our case though, some
general attitudes to work were investigated through the




The purpose of this part of the research was to test the
hypothesis that occupational choice is a value attainment
process. We explained earlier, speaking of Vroom's model, how
such a model can help bridge psychological and sociological
theory on the occupational choice process. This is the reason
why we tried first to map the general cognitive ecological
system within which our sub - sample was to make occupational
evaluations. In other words, what we are attempting to show in
this section is how a macro level of analysis (value
hierarchies, value differences and similarities between parents
and children, between schools and curricula etc. ) can be
employed in a micro examination of motivated behaviour. If the
sociological level of analysis can be demonstrated to have a
relevance for a psychological examination of motivated
individual behaviour, we can assume that the reverse is also
true. In the way that we employed values in this research, a
host of other structural elements measured beforehand can be
incorporated into this, or any other for that matter, decisional
or motivational model. The procedure followed was described
earlier. Some additional information will be given here.
6.2 Sample and Procedure.
The interviewed sub-sample of pupils was drawn from the
original sample by random sampling (lottery). The pupils who
corresponded to the numbers drawn in the class roll were asked
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to have an interview with the investigator. Part of the
interview employed the motivational model. This was judged to be
a procedure that should take place in the investigator's
presence for two main reasons: a) Long boring written directions
would be avoided, and thus more genuine measurements would be
obtained, as misunderstandings would not take place; b) The
occupational alternatives that would be considered, ranked, and
rated in terms of instrumentalities, would be genuine
considerations on the part of the pupils and not random answers
that were given just to return a filled questionnaire. Of course
there was a drawback to all this, the number of respondents
would inevitably be smaller. The response rates were reported in
Part II, section 8.3.
The first thing that was usually asked of the students was to
rate the two sets of values according to the continuum presented
in the Appendix. The continuum presented the figure of a scale
from 1 to 100 with the following cut-off points and verbal
anchorings:
1 to 20: Almost Unimportant
20 to 50: Of Little Importance
50 to 70: Important
70 to 90: Very Important
90 to 100: Of High Importance
The pupils were asked to designate an importance rating for
each item in the two values sets. They were free to give any
value betwen 1 and 100. Thus a new interval scale measure of the
interviewed pupils' value hierarchies was obtained.
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The value systems of the 67 pupils that were interviewed are
presented in Tables 6.1 and 6.2. The tables present the medians
and the composite rank orders of the ranked sets (sorted
cards) of the whole sample (N=225) and of the rated values
(1 to 100) of the interviewed sample (N = 67). Next to the rated
values, means and standard deviations are also presented
(because this is more appropriate for interval scale measures),
and these means are rank ordered in the next column, so that
they can be compared with the ranked medians. The Spearman rank
order correlation (similarity) coefficient between the two value
systems is 0.979 for the Life Values and 0.893 for the Work
Values. The two measurements are fairly similar in general, with
the exception of some work values e.g. Advancement, Help
Others which should reflect most probably some kind of bias in
the interviewed sample in these two values, which in any case
are not of the top values. Thus, we can claim that in this
respect, too, the sub - sample was representative of the total
sample.
Once the ratings of the values had been obtained, the
subjects were asked the following questions: "If you were free
to choose and there were no educational or other problems, what
occupation would you choose?" "What occupation are you pursuing
now?" "In what occupation do you think you might end up, if
things do not go as planned or expected?"
These questions were not always phrased in this way, they
were suitably adapted if the subjects showed difficulties in
answering them. In very few cases, subjects came up with only
one occupation or none, in one case. If we did not end up with a
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Table 6.1 Medians and Composite Rank Orders of the Ranked
Life Values of the Total Sample (N = 225), and Means and Rank
Orders of the Means of the Rated Life Values (N =67).
LIFE VALUES Median Rank Mean Rank S.D
1.A Sense of Accompl. 6.824 7 76.06 6 20.69
2.A Comfort.Life 7.545 8 70.43 9 19.06
3.Self-Respect 5.875 4 81.19 3 16.71
4.Freedom 1.974 1 89.56 1 12.37
5.Happiness 5.000 2 83.09 2 12.96
6.PIeasure 9.472 12 62.83 12 21.98
7.Equality 5.905 5 76.74 5 19.15
8.Social Recogn. 8.111 10 60.20 11 24.61
9.Family Security 8.000 9 72.58 8 18.68
10.Beauty 10.983 13 57.50 13 23.60
11.True Friendship 5.453 3 79.19 4 16.07
12.Wisdom 6.714 6 73.68 7 22.05
13.An Exciting Life 9.187 11 69.01 10 21.55
Note:Smaller values of the median show higher ranking
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Table 6.2 Medians and Composite Rank Orders of the Ranked
Work Values of the Total Sample (N = 225) and Means and Ranks
the Means of the Rated Work Values (N=67).
WORK VALUES Median Rank Mean Rank SD
I.Status 12.722 16 51.37 17 29.43
2.Independence 4.469 2 83.73 2 17.58
3.Intel 1.Stimulation 9.100 7 72.85 5 23.38
4.Or i ginal i ty-Invent. 6.792 5 76.67 3 20.70
5.Advancement 10.400 10 56.74 15 24.04
6.Aristic Freedom 14.028 17 52.29 16 29.44
7.Authority 15.000 18 46.06 18 29.02
8.Success-Accompl. 3.630 1 85.53 1 15.69
9.Opport. to Travel 1 1.167 12 59.01 14 25.86
10.Help Others 11.588 14 64.32 8 22.57
II.Make Acquaintances 11.250 13 62.65 10 21.86
12.Pleasure out.Work 10.045 9 62.43 11 22.42
13.Salary 6.000 3 75.00 4 20.54
14. Management 10.542 1 1 60.67 1 2 22.20
15.Working Conditions 6.937 6 70.22 6 20.65
16.Variety 11.778 15 59.77 13 24.99
17.Secure,stable Job 6.219 4 69.03 7 26.70
18. Re 1. with Colleag. 9.667 8 64.209 9 21.396
Note:Smaller values of the median show higher rankings
number of at least two occupations ranked in order of
preference, this part of the interview was not pursued any
longer. There were 2 or 3 subjects that gave only two
occupations. Some subjects gave more than three because they
could not separate the two last possible alternatives. The last
alternative was dropped from the analysis. In any case, we
always ended up with a ranked order of preferred occupations at
some point in the interview. Although the pupils agreed with the
final rank ordering, it was the interviewer's impression that in
some cases their rankings of the occupations, in terms of
preference did not reflect true preferences but perceived
likelihood of attainment of an occupation, particularly in the
case of the first two occupations, where attainment of the
occupation was outside the subject's control. The interviewer
did not interfere but left the rank ordering as it was presented
by the pupils.
The next step in this part of the interview was to ask the
subjects to estimate the instrumentality of each of the ranked
occupations in providing or not providing each of the values in
the two sets. This was done on two separate sheets of paper that
were handed to the subjects. On one page there was the list of
the Life Values, in alphabetical order, without the ratings or
the rankings of the values, and on the next page a similar list
of the Work Values. Next to each list there was space with
columns. At the top of each column one of the ranked occupations
was written. At the top of the page there were the following in¬
structions: To what extent do yoa think that each of the fol¬
lowing occupations will provide you with, or will deprive you of
the following values' Then there was the following scale (in
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parenthesis are given the instrumentality values to which the
verbal anchorings corresponded):
Provides me with the opportu- Deprives me of the opportunity
nity to realise to realise
1.Provides me completely (+1) 5.Deprives me a little (-0.25)
2.Provides me very much (+0.75)6.Deprives me a lot (-0.50)
3.Provides me a lot (+0.50) 7.Deprives me very much(-0.75)
4.Provides me a little ( + 0.25) 8.Deprives me completely (-1)
As it was mentioned earlier, the zero point was ommitted so
that computational problems and issues could be avoided, in the
same way that the zero point was ommitted from the rating
continuum. Subjects did not have any problems with any of the
scales. In fact the ommission of the zero point made them think
harder. In the cases that they could not decide they just put
down either a 4 or a 5. This inflated the results in both
directions, so it is believed that any effects that might appear
were counterbalanced.
244
6.3 Computing Value Attainment
For each of the ranked occupations a SIV score was computed
for each set of values. The SIV score is the sum of the products
of Instrumentality X Valence. Valence is the importance of each
outcome (of each value in our case),and instrumentality is the
degree this outcome is perceived to be connected with the
occupation considered; it is a measure of association. The
lowest valence could be 1 and the highest 100. The eight
instrumentality points were distributed as follows: 1:+1,
2: +0.75 , 3:+0.50 , 4:+0.25, 5:-0.25, 6:-0.5 0 , 7:- 0.7 5 , 8:- 1.
Thus the SIV score computed for each occupation for each set
of values consisted of the sum of all the products valence x
instrumentality for all the values of the set. Two sums were
computed for each occupation, one for the Life Values set, and
one for the Work Values set. These sums (SIVs) were taken to
denote value attainment, i.e. the degree this particular set
of values was perceived to be attained in this particular
occupation.
Table 6.3 presents Value Attainment results for each of the
named occupations, i.e. occupations ranked 1st, 2nd, and 3rd.
What is obvious from these results is that in general - across
subjects - mean scores appear in a decreasing order in the
expected direction i.e. less value attainment is perceived as we
go down the ranked order of the three occupations (see also
Figure 6.1). What is also apparent is that the standard
deviations are also high which signifies a high dispersion of
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Table 6.3 Value Attainment under Three Ranked Occupations.
N = 60
LIFE VALUES
Occupation ranked Occupation ranked Occupation ranked
1st 2nd 3rd
Mean SD Mean SD Mean SD
601.53 202.4 465.13 230.58 335.43 307.69
(F=28.59 DF:59, 120 pCO.OOl
WORK VALUES
703.15 272.95 542.00 297.20 361.13 397.89
(F=24.91 DF: 59, 120 pCO.OOl)
Table 6.4 Instrumentality Means Under the Three Ranked Occupa¬
tions. N = 60
Occupation 1 Occupation 2 Occupation 3
Mean SD Mean SD Mean SD
Life Values 33.10 8.96 38.54 10.4 50.22 24.4
(F = 27.44 DF: 2, 132 pCO.OOl)
Work Values 48.89 13.5 55.88 14.2 71.05 33.8
(F=23.78 DF: 2, 132 pCO.OOl)
Note:Higher instrumentality is denoted by smaller arithmetical
values.
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Fig. 6.1: Value Attainment for Three Ranked Occupations.
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scares.
If we considered the absolute magnitude of the means we would
•find support for the hypothesis that more value attainment would
be found in the first ranked occupation, and that this value
attainment would decrease as we went down the three ranked
occupations. The high standard deviations though, would put us
into some doubt as to the extent to which this is true in
individual cases.
A suitable test for this was considered Friedman's Two-Way
Analysis of Variance by Ranks (Siegel, 1956; pp. 166 - 173; SPSS
Update p.55). Friedman's test is suitable for k related samples
and tests the null hypothesis that the k samples have been drawn
from the same population. For each case (row) the k variables
(conditions) are ranked and the mean rank for each variable
(condition) is computed. A test statistic with a chi-square
distribution is then computed. The test compared to the F- Test
(Repeated Measures ANOVA) is supposed to be very powerful. In
our case Friedman's test produced highly significant results.
Thus, in the case of the Life Values the three conditions dif¬
fered significantly at the 0.001 level of significance (chi-
square 43.17 DF 2), and a similarly significant difference was
found in the case of the Work Values (chi squre 37.71, p<0.001
DF2). As there were still doubts whether this was an effect of
the measurement and the test, since if a score is greater even
by a single point, the Friedman test gives it a higher rank, we
also performed a parametric Repeated Measures Analysis of
Variance which also gave us significant differences (F = 2 8. 5 9 DF
59,120, p< 0.001 for the Life Values, and F = 24.91, DF 59, 120
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p<0.001 for the Work Values).
In the section presenting Vroom's expectancy model of moti¬
vation we saw that there is evidence that the instrumentalities
alone can offer as good a prediction as the SIV scores. This was
also tested with our data and indeed, in this case, as well, it
seems that the sums of the instrumentalities in each set can
offer the same prediction as the sum of the I x V scores.
Mathematically this is not strange as the SIV scores across
conditions contain a constant, the sum of the valences, and what
has brought about any difference is the weights represented by
the instrumentalities.
Table 6.4 presents the means of the instrumentalities for
each set of values under the three occupational conditions. A
smaller value in the instrumentality score signifies a higher
perceived attainment, due to the coding employed.
A Friedman nonparametric ANOVA shows that these differences
in instrumentalities are significant (Life Values: chi square
47.69 DF 2 pCO.OOl, Work Values: Chi square 38.20 DF 2 pCO.OOl).
A parametric Repeated Measures ANOVA also shows that the diffe¬
rence is significant (Life Values: F 27.44 DF 2, 132 p<0.001,
Work Values: F 23.78 DF 2, 132 pCO.OOl).
In sum, we can say that according to the evidence in our data
the motivational model employed distinguished significantly
across the three ranked occupations, and in view of this
evidence we can conclude that this model, used with the two sets
of values, can offer us some kind of prediction of the preferred
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occupation.
All the results reported so tar concern the across-subjects
analysis, i.e. differences across conditions. The only within-
subject analysis that we could make with our data was to
calculate the frequencies of the predictions if we take subjects
one by one (Table 6.5). This will give a better view of how the
above results are translated at the individual level. To this
end we examined the absolute magnitude of the three SIV scores
and we counted the number of times the rank of the score
coincided with the rank of the occupation. The weakness in this
kind of analysis is that we don't take into account differences
between scores, nor the probability of a score coming first or
second etc by chance alone. There were a few ties and this is
the reason why Ns are unequal.
Life Values
Occupation 1st: 46 out of 65 scores had a clear first rank (70"/.).
Occupation 2nd: 3B out of 64 scores had a clear second rank
(597.) .
Occupation 3rd: 42 out of 58 scores had a clear third rank
(727.) .
Total of ranks to be predicted: 187, predicted 126 (appr. 677.)
(chi square 12.06 pO.Ol).
Work Values
Occupation 1st 47 out of 64 scores had a clear first rank (737.).
Occupation 2nd 38 out of 63 scores had a clear second rank (607.).
Occupation 3rd 38 out of 59 scores had a clear third rank (647).
Total of ranks to be predicted: 186,predicted 123 (appr. 667).
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Table 6.5 Frequency Distribution o-f Predicted Ranks o-f the
Three Ranked Occupations. LIFE VALUES
Actual N Predicted '/.
Rank in this rank
1 65 46 70
2 64 38 59
3 58 42 72
Total: 187 126 67




1 64 47 73
2 63 3B 60
3 59 38 64
Total: 186 123 66
Chi sq. 10.28 p<0.01
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(chi square 10.28 p 0.01)
Approximately 66 percent of the ranks of the occupational
preferences can be predicted by the model. In both cases the chi
square test of the significance of difference between expected
and observed frequencies shows that the difference in the
frequencies in each set is significant.
The occupation ranked first can be predicted more frequently
than the occupations ranked lower in the case of the Work
Valuesj while in the case of the Life Values it seems that the
occupation ranked third can be predicted more often. If we take
into account the fact that only the absolute magnitude of the
scores was considered for the above analysis, which meant that
even a difference of one unit would allocate a different rank,
then we should think that a more rigid criterion (e.g only
scores that differed by a SD unit could have been allocated as
higher or lower) would have given us significantly fewer
predictions.
Our own conclusion is that the model gives a fair amount of
prediction but unless we find a way to control for individual
differences in the magnitude of scores, both in a within - and
an across - subjects design, we cannot accept such results
without reservations. The results of this analysis also
confirmed our basic hypothesis that more value attainment is
perceived for more preferred occupations. This was confirmed by
both across subjects and within subjects analyses.
252
6.4 Values Differentiating the Ranked Occupations.
The same Repeated Measures ANOVA design was used to examine
whether the individual value attainment scores, for each value,
for each of the ranked occupations, differed significantly. What
we actually did was to examine the three I x V scores for each
value separately. This was done in order to identify those
values from each set that gave value attainment scores (I x V)
which differed significantly across the three ranked occupations.
In this way we would be able to identify those values that
actually distinguished across the three occupational
categories, in other words, the values that in their importance
or unimportance determined the value attainment perceptions of
our sample.
The Analysis of Variance has an advantage over multiple
T-tests, which is the next alternative, in that it reduces the
possibility of Type I error (Hinkle et a 1 . 1979), and the
advantages of the Repeated Measures ANOVA " is that each
subject can serve as his onti control across a number of condi¬
tions, and this permits the experimenter to subtract the effect
of individual differences in performance,which are often large"
(Snodgrass, 1977 p.258). Thus we can see that any differences in
the SIVs are taken into account in the parametric design. The F
ratio used in the analysis of variance is the ratio of variance
estimate based on variability among the several means of the
experimental conditions to a variance estimate based on
variability among scores within each of the conditions (Snod¬
grass, 1977; p.249). In the Repeated Measures ANOVA the variance
due to individual subjects is subtracted, together with the
variance due to each condition, from the total variance.
The results of this analysis (Tables 6.6 and 6.7) are very
interesting. The first thing that we see, if we look at the
significant F values, is a tendency for important (top) values
and unimportant (bottom values) to discriminate across
conditions, once they have been weighted with the instru¬
mentalities. This tendency is more pronounced in the case of
Work Values. The ranks of the values in the tables are the ranks
of the means of the values, as they were rated on the 1 - 100
continuum by the interviewed sample. These ranks are in fact
very similar to the composite rank orders (ranks) of the rank
ordered value hierarchies of the total sample.
The second thing that we notice in Tables 6.6 and 6.7 is that
the mean I x V scores appear in decreasing order as we go down
the three ranked occupations, which shows how the model "works"
in its basic components, too. Some deviations from this (e.g.
Equality and Family Security, in the Life Values set, and
Salary, Management, and Secure, stable job, in the Work
Values set, can assure us that the rating of the
instrumentalities cannot have taken place mechanically, but
where the subjects felt that the least valued occupation was
offering some rewards, too, they indicated so. None of these
values, though, discriminated significantly across occupations,
so we cannot say that one particular value appeared to be
attained significantly more in the least preferred occupations.
The means reported here are simply indications of existing
Table 6.6 Repeated Measures ANOVA of Life Values Attainment
Scores (I x V) for Each Value Under the Three Ranked Occupations
N = 60
Mean I x V Score
Life Values R Mean Occ. Occ. 2 Occ. 3 DF2 , 11 8
Rat. X SD X SD X SD F
Freedom 1 89. 5 51.6 40. 1 39. 5 41.6 17.8 50. 0 9.84 *
Happiness '■J 83. 0 67.6 24. 7 49.8 31.5 26.2 42. 9 36.03*
Self-Respect 3 81. 1 66.2 24. 4 53. 4 29. 4 45. 4 37. 4 12.92*
True Friendship 4 79. 1 42. 9 28. 6 40. 4 28. 3 34. 5 36. 0 NS
Equality 5 76. 7 30. 5 34. 1 19.7 36. 9 20. 8 40. 0 NS
Accomplishment 6 76. 6 60.3 26. 7 43.9 27. 5 32. 1 38. 1 19.66*
Wisdom 7 73. 6 47. 6 31.5 36. 9 29.0 28. 4 38. 7 7.20 *
Family Security 8 72. 5 42. 2 33.2 39.2 29.6 41.5 29. 5 NS
A Comfort. Life 9 70. 4 43. 2 32. 6 42.9 25. 9 -re TO J a -J 32. 4 NS
An Exciting Life 10 69. 0 48.7 31.3 32.8 37. 8 10.1 45. 7 18.03*
Social Recognition 11 66. 2 49. 1 29. 3 33. 2 32. 9 30. 5 38. 2 6. 98*
Pleasure 12 62. 8 29. 6 33. 6 26. 0 28. 7 ■n n cIk i J 36. 9 NS
Beauty 13 57. 5 15.8 36. 4 5.35 35. 1 -2.3 34. 7 NS
* p < 0. 01
NOTES
R_ represents the rank of the value in the value system of
the pupils according to the mean rating, which appears in the
column immediately on the right.
Mean Rating represents the mean of the particular value in the
1-100 scale.
I x V score is the mean of the instrumentality x valence
product. It represents the mean value attainment under each
occupational condition.
Table 6.7 Repeated Measures ANQVA of Work Values Attainment
Scores (I x V ) for Each Individual Value Under Three Ranked
Occupations. (N = 6 0)
Mean I x V Score
Work Values R Mean Occ. 1 Occ. 9 Occ. 3 DF2, 118
Rat. X SD X SD X SD F
Success-Accomp1ish . 1 85. 5 69.. 3 23. 4 55. 6 34.3 34. 0 44.0 21.32*
Independence n 83.7 51.3 36. 6 33. 2 44.2 10.0 53.4 13.40 *
Originality-Invent To 76. 6 50.3 44. 1 34. 4 43.3 8.9 52. 9 12.88*
Sa1ar y 4 75. 0 48. 9 34. 2 48.8 25. 3 39. 5 38. 0 NS
Intellect.Stimulat J 72. 8 47. 7 36. 6 39. 3 36.3 16.5 45. 9 13.05*
Working Conditions 6 70. 2 39. 9 33.9 38. 3 29.2 28.0 36.0 NS
Secure Job 7 69. 0 t n n 40. 6 37. 0 37. 1 35. 1 36. 4 NS
Help Others 8 64. 3 36. 2 32. 4 t n trJZ • J 29.1 26. 1 35.9 NS
Relations Colleag. 9 64. 2 40.4 26. 8 34. 8 29. 9 31.9 31.1 NS
Make Acquaintances 10 62.6 41.8 31.3 34. 9 27. 0 28. 7 33. 6 NS
Pleasure Outs.Work 11 62. 4 38. 7 28.7 34.5 25.8 29. 3 32. 4 NS
Management 12 60.6 30. 2 31.3 1. 5 26. 5 28. 0 27. 4 NS
Variety 13 59. 7 35. 7 32. 0 19.7 37. 4 -0.6 38. 4 19.03*
Opportunity Travel 14 59. 0 41.2 33. 1 20. 7 32. 7 8.9 41.4 13.67*
Advancement 15 56. 7 27. 8 32. 9 24. 6 35. 2 20. 4 34. 1 NS
Artistic Freedom 16 52.2 13.4 40.3 2.6 33.3 -8.5 35. 1 7. 37*
Status 17 51.3 36. 4 31.3 28. 2 26. 9 17.1 28. 5 15.07 *
Authority 18 46.0 18.3 26.6 13.1 30. 3 10.4 32. 2 NS
NOTES * pCO.Ol
R_ represents the rank of the value in the value system of the
pupils according to the mean rating which appears in the column
immediately on the right.
Mean rating reprpspnts the mean of the particular value in the
1 - 100 seale.
I—11 score is the mean of the instrumentality x valence
product. It represents the mean value attainment under each
occupational condition.
trends.
The third thing that we notice in Tables 6.6 and 6.7 is the
large standard deviations that show great variability of the
scores, something that should be expected with this kind of data
where the weights (instrumentalities) can take negative values,
too, and individual scores can range from +100 to -100. This
variability of the scores is also reflected in the means, some
of which take negative values (Beauty , A rtistic Fr eedon ,
Variety).
We see (Table 6.6) that in the set of Life Values Freedom,
Happiness, and Self-Respect (ranked first, second, and third,
respectively) are the three top values which, weighted with the
instrumentalities, give us a significant difference in value
attainment (SIV) across the three ranked occupations. Their
means show that there is a decreasing tendency (less value
attainment) as we go down the three occupations.
This also appears in the two "middle" values that also
discriminate significantly: H is don (ranked 7th), and A Sense
of Ac cotp1ishnent (ranked 6th). The three bottom values that
discriminate significantly are : An Exciting Life (10th),
Social Recognit ion (11th), and Beauty (ranked 13th).
Pleasure is the only bottom value that does not differentiate
significantly across the three ranked occupations. Equality
and Fan i I y Security, finally, are the only values that do not
present a perfect decreasing order.
We can make exactly the same remarks for the results of the
1 c 7iJ/
Analysis of Variance of the Work Values. The same tendencies
appear there as well. Of the set of Work Values the ones that
discriminated significantly across the three ranked occupations
were Success-Accomplishaent (ranked 1st),In dependence (2nd)
Originality-Invention (3 rd) , Inte11ectua I Stimulation (5th),
of the top values, and Variety, Opportunity to Travel, Status
of the bottom values (ranked thirteenth, fourteenth, and
seventeenth, respectively). Salary (ranked 4th) of the top
values and Relations with Colleagues of the bottom values were
the only ones that did not differentiate s i gn i f i can11y. Finally,
Management and Secure job do not show a perfect decreasing
order.
In terms of the data obtained from our sample, we can say in
conclusion, that both Life Values and Work Values can be used in
order to predict occupational preference, in conjunction with
Vroom's model for occupational preference. Both within
subjects and across - subjects analyses showed that more value
attainment is perceived in the more preferred occupations. A
deeper analysis showed that the values that differentiated
significantly across the three ranked occupations were the
values most and least valued. The fact that the top values
appear to be obtained less and less as we go down from the most
to the least preferred occupation is something that is in
agreement with our hypothesis that occupational choice can be
viewed as a value attainment process. Why this trend should also
appear with values that are placed at the bottom of the
hierarchy is difficult to explain. We tried to explain it in
terms of the instrumentalities. We thought that more negative
instrumentalities would be given to the less important values,
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particularly in the least preferred occupations. An inspection
of the raw data of the three most important and the three least
important work values showed that indeed the frequency of
negative instrumentalities was higher when less important values
were involved, but this was not true only for less preferred
occupations but also for the occupations ranked first. As a
matter of fact the frequency of negative instrumentality ratings
was as follows: 13 - 29 - 55 for the three top Work Values, and
for the three ranked occupations, respectively, and 35 - 45 - 64
for the three least important Work Values, again for the three
ranked occupations. Similar trends appeared in the case of Life
Values. The only plausible explanation that we can offer is that
more, or less, important values, i.e. the ones at the top and
the bottom of the hierarchy, are rated after more serious
thought on the part of the subjects, and thus it is only with
these that the differences in SIV scores (value attainment)
should be judged and compared. In the case of the less important
values there is a tendency for them to be perceived as less
attained in the most preferred occupations, too.
This automatically would lead us to the conclusion that in
similar research, employment of the top and bottom values, or
important and unimportant outcomes, would give more meaningful
results than employing a whole set, in which "indifferent"
outcomes are also evaluated. In our case, however, inspection of
the data showed that employing each subject's 3 top values in
computing the SIV score did not improve prediction in terms of
the difference in the absolute magnitude of the scores.
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7. A Classification of Subjects and Occupations. The
Opportunity Structure.
Before we proceed to an investigation of the outcomes
perceived to be connected with the three ranked occupations, we
must have a closer look at some of the characteri5tics of the
occupations which were mentioned by our subjects. We shall not
refer to specific occupations, but to some of the parameters
that must have played a role in shaping the specific choices. On
the basis of both the material collected during the personal
contact with the subjects, and the different impressions that
the investigator formed during these interviews the following
characterization5 were made:
a) Whether the pupil seemed familiar with the world of work. If
regardless of his choice, the pupil showed indications that he
had clear and realistic views about jobs and the world of work,
he was categorized as "having clear ideas about jobs". If his
views about the positive and negative rewards of the
occupations, the ways occupations can be entered (occupational
opportunuties, educational requirements etc ) were at odds with
Greek reality, at least as it was perceived by the investi¬
gator, the pupil was classified as "not having clear ideas about
jobs".
b) Whether his stated preferences were firm and strongly held as
opposed to presenting occupational alternatives with hesitation
and uncertainty, or even not being able to present any ideas at
all. He was classified accordingly as being "orientated" or "not
orientated". Classification as orientated or not was made
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regardless of any other criteria of realism of choice etc., i.e.
the criteria used for the previous c1 ass i fication.
c) Whether each of the different job alternatives mentioned was
"inaccessible" or "idealistic". This characterization referred
to the occupation and was made on the basis of the pupils'
previous educational performance, and as far as possible on the
basis of an objective appreciation of the chances of this
particular pupil of entering the occupation in question. This
classification was not so arbitrary as it may seem because the
educational criteria were more or less fixed, with some
possibilities of error when a case was at the borderline, and
the criteria of "idealistic" are not subjective when occupations
like "astrophysics" or "actor" or "journalist" are involved,
within a particular socio-economic context, where some of these
occupations are nonexistent or accessible only through special
channels. In any case, this cat eg orization was applied only when
the situation was clear - cut.
d) Whether some of the occupations were selected precisely
because they were more accessible, usually because the way had
already been paved in one way or another (father's job, contacts
that could secure employment, an existing educational
opportunity etc.). This was a pure opportunity structure
categorization that referred to specific occupations.
Complementary to this measure was another classification of the
occupations as "chosen but disliked". These included the cases
where the opportunity structure factor was clear but also a
dislike had been expressed by the pupil about the occupation
presented as an alternative.
261
7. 1 Results
All these categorizations were made so that deeper insight
could be gained of the different parameters of choice. In some
of these classifications the very idea of choice or preference
is negated, but this is precisely what should be pointed out
about the necessity for more rigorous methods for such
investigations. In our case it was felt that such insight could
only be gained through an interview. In any case, these measures
were not incorporated in other parts of the research precisely
because we cannot deny that there must have been a degree of
subjectiveness involved in the characterizations, although the
investigator had had a long contact with youths of the age
examined here, as he had served as a secondary education teacher
for over a decade and had worked with pupils of precisely the
same origin. Thus, he may be justified to assume that he could
have a more objective appreciation of the educational chances
of the pupils.
From the 68 subjects that were classified in the ways
presented just above the following results were obtained:
A.CLEAR IDEAS ABOUT JOBS
NO 30 (44.17.)




YES 48 (70.67.) N = 68
C. INACCESSIBLE OR IDEALISTIC OCCUPATIONS
Occup. ranked 1st Occup. ranked 2nd Occup. ranked 3rd
21 (30.97.) 7 (10.37.) 3 (4.87.)
N=68 N=68 N=62





















It we sum up the above results, we can see that even at the
pre - entry stage of the occupational choice process or, even
worse, at the stage where no commitments have been made, the
impact of the opportunity structure (in our sample and with our
own measures) appears to be rather strong. Thus 15 (22.17.) of
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the occupations presented as first preferences seem to have been
chosen because they are simply available or more easily
accessible. The number of opportunity choices goes up as we go
down the occupational preferences towards less preferred
alternatives (55.87. for the second preference, and 77.4 7. for the
third). In other words more than one in every five first choices
in our sample, more than half of the second choices, and more
than four in five third choices are choices of convenience
reflecting some degree of opportunity grasping. Some of these
choices are in fact dislikes. While these dislikes are few in
the first two ranked occupations (4.47. and 14.77., respectively)
they rise to almost one in three in the third alternative. It is
of relevance here to present another statistic : 9 (13.27.), 10
(14.77.),and 1 6 (25.87.) of first, second, and third choices
respectively, were also Father's job.
Conversely, one third of the most preferred alternatives seem
to be inaccessible or idealistic, in other words most probably
they will not be realized. This is not unnatural if we consider
that our subjects were asked to give first preferences
regardless of whether they could be realized or not.
If we look now at the classification of our subjects
according to the clarity of their perceptions we find that about
567. of them had clear and realistic perceptions about work and
jobs, while 447. of them did not have clear ideas. The fact that
one in two did not have such pereptions reflected on both their
choices and their perceptions of the outcomes of work that will
be reported in the next section. This must have reflected, too,
onto their perceptions of value attainment through their
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choices. We feel that the prediction offered by the motivational
model would have been different for the better or the worse if
the subjects had had more accurate knowledge about the outcomes
of work. In most of the cases we were struck by the optimism of
some of their evaluations of the rewards of work. In any case,
realistic appreciation of the association between first order
and second order outcomes is not a prerequisite of the model; on
the contrary, subjective appreciations are required.
Finally, fewer than one in three pupils had firm ideas about
one or two jobs, not necessarily realistic ones, so that they
could be classified as "orientated". We believe that this may be
the result of the particular educational system that prolonged
the uncertainty, preserved the hopes and accentuated
speculations about possibilities.
All these things must be borne in mind as we go through the
results of the interview, which will be presented in the
following sections. Our sample to a large extent was far from
having reached vocational maturity and this seems to be largely
the result of the educational system among other things, one of
which was the dominant role of parents in the choice process.
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8.The Meaning of Work
Besides the dimensions that were sought to be examined
through the Work Quiz, a number of questions in the interview
aimed at investigating some of the meanings that work could have
for our sample.
To this end, the first question our subjects were asked was:
" Uhy do people w or k?". They were allowed to give any answers
they wanted. The responses seemed to fall into three broad
categories. Results were as follows (N=68):
N 7.
1. Money/Subsi stence 62 (91.27.)
2.Personal Growth 34 (50.07.)
3.SocietyGrowth 15 (22.17.)
Many subjects gave more than one response, thus the only
conclusion we can reach, in terms of the above results, is that
our sample almost unanimously agrees that the main reason people
work is to make money in order to secure their subsistence. Let
us remember the ranking given to Salary by the whole sample
(3rd). It seems that money is the most salient goal of work, in
the perceptions of our sample . Half of our interviewed sample
see personal growth as one of the reasons people work. This
result should probably be connected with the high ranking (1st)
of Success-Accotplishtent. Finally, only one fifth of our
sample view work as a kind of contribution to society.
The importance of work, as viewed by our sample, was further
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pursued by the question: "Wow important is work in our lives?"
Almost 90'/. of the subjects (59 pupils) thought that work was
important in our lives. This was followed by the question: "Uhy
is nork important?" Again subjects were allowed to give as many
responses as they liked. The following results were obtained
(N = 5 7) :
Work is important because it offers:
N 7.
Subsistence/Money 15 (26.3"/.)
Subsistence/Personal Growth 13 (22.87.)
Personal Growth 12 (21.07.)
SocietyGrowth 9 (15.77.)
Personal/Society Growth 5 (8.77.)
Subsistence/Personal/Society
Growth 2 (3.57.)
Subsistence/Society Growth 1 (1.77.)
The material aspects of the rewards of work seem to prevail
again in the pupils' responses followed by the perception of
work as a means for personal growth. This instrumental
perception of work was followed up by the next question: "Is
nork an end in itself or a means to other things?" Of the 60
responses obtained 35 (58.37.) found work to be a means to other
things while 25 respondents (41.7 7.) thought that work was an end
in itself. Unfortunately, it had not been foreseen for this
question to be followed by another one that would seek their
perceptions as to what work can be perceived as a means. We can
only speculate on the basis of the previous responses that most
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of the responses would have indicated the instrumentality of
work in providing the means for subsistence.
Another question, however aimed at contrasting work with
other aspects of life. The subjects were asked first if they
thought that work was the most important thing in our lives or
that other things were more important than work or equally
important to work. The overwhelming majority of the respondents
(58 or 86.57.) thought that there were other things that were
more or equally important to work . These subjects were prompted
to mention the things that they considered more important or
equally important. The following responses were obtained. Again
the subjects were allowed to give more than one answer, but
percentages refer to the total number of respondents (N=56)
that mentioned something that could be compared to work:









A Comfortable Life/Financial Welfare 3 (5.47.)
Sel f-Respect/Se 1 f-Esteem 3 (5.47.)
A Sense of Accomplishment/Contribution 2 (3.6 7.)
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One -fourth of the respondents mentioned Free do« as
something more/equally important to work. Definitely it is no
coincidence that Free do it was ranked first by the total sample,
in the Life Values set, as it was reported in a previous
section. True Friendship had also received a very high rank by
the total sample (3rd). What is curious though, if we make this
kind of comparison, is that Happiness that had been ranked 2nd
is mentioned here by fewer respondents (14.17.), while H i s don,
also mentioned by almost one fourth of the respondents, had
received only a sixth position in the Life Values set. In
general we can see that the perceptions of the social aspects of
life, that we saw prevailing in the ranking of the Life Values,
seem to prevail here again over the materia 1istic aspects
(Pleasure, Leisure, A Comfortable Life etc.).
Finally, to the question "Can life be complete without work?
13 of our respondents (almost 207.) reply positively, a rather
high percentage which must have been drawn from those
considering work only as a means to other things. This attitude
that exists in a considerable part of our sample is further
pronounced by the responses to the next question: "Would you
w or k if you didn't have to?" Fourteen of the 66 respondents
(21.27.) said that they would not work if they were not obliged
to do so.
Summing up this part of the interview, we can distinguish
some of the attitudes towards work that seem to emerge from our
sample: Work for more than half of the sample is not an end but
a means to other things. The monetary and the subsistence
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aspects at work seem to be the main reasons why people work
followed by perceptions of what it offers to the person (as
opposed to society) for his own personal growth. These two
perceptions appear to be the aspects that make work important in
people' lives. Freedom, Friendship, Wisdom appear to be aspects
of life that compete with work in importance in people's lives.
Finally about one fifth of our sample do not consider work an
indispensable part of their lives. These results must not be
irrelevant to the emergence of the "uninvolved" scale in the .
measurement of Work Salience (Section 5.2).
Could we say after these results that high work salience is a
prominent characteristic of our sample? It seems that the answer
should be negative. This should not be a surprising result
within a cultural context that could never have been
characterized by "a protestant ethic". In addition the self
centredness of the average Greek in both his personal and
business pursuits is an established fact with the Greeks who, in
this respect, have never been characterized by large business
enterprises, with the exception of the shipping and commercial
sphere where, too, the family scale of the business is also a
prominent characteristic. Working hours and working habits in
the Greek society could give support to the view that work has
never been an obsession with the Greeks, from ancient to present
times. It could also be said that the responses of our sample
could be pointing to the view that, in the Greek work ethos,
work is not perceived as an indispensable part of people's lives
but as a means for the provision of the necessities of life and




Two questions in the interview were aimed at obtaining an
indirect measure of Life Values. Again it was felt that a more
specific context was needed for an exploration of the value
hierarchies of the sample. The first question was: "What would
you like to get in life?" And the second question: "What would
you like to avoid in life?" The responses were again classified
into categories similar to the Life Values, as far as possible.
The results presented here are based on 64 respondents.






Family Security 2? (34.45)
A Successful Job 19 (29.7'/.)
True Friendship 18 (28. 17.)
A Sense of Accomplishment/Contribution 16 (257.)
Social Recognition 16 (25. 07.)
Happiness/Contentment 15 (23. 47.)
Wi sdom/Maturity 14 (21. 97.)
An Exciting Life 8 (12.57.)
Freedom /Independence 7 (10.97.)
Pleasure/Leisure 7 (10.97.)
Self-Respect/Self-Esteem 1 (1. 67.)
Good Health 1 (1. 67.)
By far the most common outcome, mentioned by half of the
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sample was A Comfortable Life. What is strange here again is
that the corresponding value in the Life Values set was given
only an 8th position. Obviously there is a disagreement in the
two results which could be accounted for by the higher
specificity that has been introduced. In this particular case
though, we must refer to semantic meanings again. While the
wording was in many cases the same, we gathered from our contact
with the pupils that when they referred to a "comfortable life"
in this context, they meant, something which is of common Greek
usage, a life free of the uncertainties of everyday financial
hardships. In the case of the Life Values the "Comfortable Life"
cue is further defined as "a prosperous life". Obviously we have
two different semantic meanings here, which could explain the
difference in evaluations. The same could be said of the high
frequency of "A Successful Job" (almost 30'/.). This should be
taken to mean a "Secure Job", although the actual wording used
was most of the times "good" or a "successful" job. The second
most common outcome (Family Security) was 9th in the ranked
values. Here we can offer no other explanation for the relative
disagreement but that it could probably be related to
Happiness that was ranked second by the whole sample.
The only outcome that was mentioned often and can be related
to a high position in the value hierarchy of the total sample is
True Friendship. In general, though, we must conclude that
this indirect measure of Life Values failed to a large extent to
support the measures obtained through the ranking method. If we
had to choose we would favour the method employed in the
interview, in a much more structured way, because we had the
feeling that it gave responses that were more closely related to
real life situations. We should remark once more that
measurements operating in a contextual vacuum are bound to
contradict context - specific measurements, because the latter
can grasp the cognitive interplay of evaluations, something that
is most probably a reality in everyday life but not in
psychological measurement.
What is also strange is the kind of pattern that appears from
the responses to the question:"What would you like to avoid in
Hie?" The percentages have been calculated on the number of
respondents (N = 52).
Things to be avoided in life:
(Answers must be taken as lack of . . )
N 7.
A Good Job 15 (28. 87.)
True Friendship 14 (26. 97.)
Freedom/Independence 14 (26.97.)
Accomplishment/Contribution 11 (21. 27.)
Self-Respect 11 (21. 27.)
A Comfortable Life 10 (19. 27.)
Happiness 9 (17. 37.)
Social Recognition 8 (15. 47.)
Family Security 8 (15. 47.)
An Exciting Life 6 (11. 57.)
Equality 2 (3. 87.)
Wisdom/ Maturity 1 (1. 97.)
Here, again, we seem to have an indication of the salience
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that a need or a value can acquire it it is given in a negative
context, something that we shall see again in the following
section. Thus, Freedom seems to acquire once more the import¬
ance that it was assigned by the whole sample in the ranking of
the Life Values. Now, if viewed as being threatened, it seems to
acquire, along with True Friendship, a new salience in the
responses.
The most common outcome that is wished to be avoided is "not
securing a good job". Although the frequency is not high (28.87.)
it is the highest among these responses. We are not in the
position to know whether, here, as in the previous case, the
relatively high occurence of responses referring to the im¬
portance of a job in people's lives, is a result of the
responses of the people that indeed found work an indispensable
part of their lives or whether this reflects the anxiety for
financial security and personal accomplishment.
If we contrast the outcomes mentioned most often (by at least
207. of the sample) in a positive and a negative context (wish to






A Comfort. Life 7 nO I (507.) A Good Job 15 (28. 87.)
Family Security 22 (34. 47.) True Friendship 14 (26. 97.)
A Successful Job 19 (29. 77.) Freedom/Independ. 14 (26. 97.)
True Friendship 18 (28. 17.) Accomplishment 11 (21. 27.)
Social Recognition 16 (257.) Self-Respect 11 (21. 27.)
A Sense of Accomp1,, 16 (257.)
Happiness/Content. 15 (23.4)
Wi sdom/Maturity 14 (21. 97.)
We can discern a tendency -for different outcomes to be
salient in two different contexts. Thus Freedom and Self
Respect appear only as fears, obviously because they are taken
for granted when they are not put in the context of being
threatened. A Comfor tabe Life, Famiiy Security, A Successful
Job have to be voiced as needs to be satisfied because it
cannot be assumed that they will be satisfied at any rate. This
differential perception of needs of wishes and of fears must be
the main reason why virtually in all our measurements of this
kind we obtained this duality in thinking, something that cannot
be measured by a ranking or even rating technique, unless
special care has been taken for a suitable design.
?7P
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3 • ^• * • Frequencies (percentages) of the most common outcomes
wished to be attained (WISHES) or wished to be avoided in life
(FEARS).
I would like to get
in li-fe:
L 0 © •
u
P >
10... (ftuy-* jjjy-' 'fyfo
I would like to avoid
not getting/a11aining :
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10. Rewards of the Occupations
The next part of the interview aimed at investigating the
work values of the subjects in specific contexts that were of
relevance to the subjects. A good part of the interview was
dedicated to investigating the work values within the context of
the occupational alternatives they had mentioned. This was done
through the investigation of the outcomes perceived to be
connected with the occupations that the subjects had mentioned.
10.1 Positive Outcomes Connected with the Three Ranked
Occupations.
Subjects were asked to give the positive and negative outco¬
mes connected with each of the three occupations that they had
mentioned. This was done by having them answer the following
questions: "What do you think this job can offer you? What
problems do you think are connected with this job?" The actual
phrasing of the questions differed depending on the case.
Responses were content analysed and categorised into 21
positive reward categories and 16 negative reward categories.
Whenever possible the categories were labelled in a way similar
to the work values categories, but this was not always possible,
as the subjects gave a variety of responses. Most of the times,
however, relating a response to a work value was a straightfor¬
ward procedure. The c1 assification of the responses into
categories was done for descriptive purposes and it cannot be
claimed that there is an absolute correspondence between the
categorization of the values and the categ orization of the
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responses, as in the latter there is a fair amount of subjective
judgements as to what the true meanings of certain responses
were. When an individual is offered the chance to respond
freely, he projects into his answers his own cognitive structure
which cannot be easily compared to that of other people.
One advantage of the interviewing technique (cf. Kerlinger,
1977) is that it elicits individual - specific responses, and at
the same time its chief weakness, when it comes to operation-
lizing the responsesy is that cliche responses have to be
identified and be deciphered within the cultural context. In
general, however, the insight offered by the interview cannot be
replaced by the neutral measurement of fixed questionnaires.
Table 10.1 presents positive outcomes mentioned for each
occupational condition. This is an a posteriori classification
and it merely shows the frequency of answers classified into
each category. The maximum possible frequency for each category
is 68 (62 for the third), the number of subjects, but not all
the subjects mentioned an alternative. What is of importance
here is the relative frequency, i.e. the percentage of the
respondents that mentioned something that was later classified
into a particular category.
The trends in Table 10.1 show us that there is a tendency for
responses to increase or decrease in frequency in the expected
direction, i.e. some rewards are mentioned as being given more
often in the most preferred occupations, while other rewards are
mentioned often in the less preferred occupations. We have here
again what we mentioned earlier when speaking of value
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Table 10.1 Positive Outcomes (Rewards) Mentioned Under Each of
the Three Ranked Occupations.
Occ.1 Occ.2 Occ.3
Rewards N = 68 N = 68 N = 62
Abs. Abs. Abs.
Fr eq 7. Fr eq . 7. Freq. 7.
Sa 1 ar y 39 57. 4 28 41.2 20 32. 3
Interest/Content 26 38.2 18 26. 5 9 14.5
Social Relations 20 29. 4 12 17.6 9 14.5
Contribution to Society 17 25. 0 9 13.2 7 11.3
Creativity-Accomplishment 16 23. 5 9 13.2 7 11.3
Approved by Parents 15 nn | 16 23.5 13 21.0
Intellect. Stimulation 15 no <jL A. ■ 1 6 8.8 4 6.5
Easily Accessible/
Contacts. 12 17.6 16 23. 5 11 17.7
Independence 12 17.6 7 10.3 J 8. 1
Life Style 1 n 17.6 4 5.9 1 1. 6
Socia 1 Recognition 7 10.3 1 1. 5 n T 9
Status 7 10.3 5 7.4 2 •J ■ i.
Opportunity to Travel 7 10. 3 3 4.4 9 7 n■J ■ L
Security/Stability 6 8.8 3 4.4 11 17.7
Working Conditions 6 8.8 5 7.4 n 3.2
Var i ety 6 8.8 7o 4.4 3 4.8
Labour Market (demand) 4 5.9 7•J 4.4 crU 8. 1
Express Self/Art.Freedom 3 4.4 n 2.9 - -
Power-Authority n 2.9 1 1. 5 7■J 4.8
Means to Other Occupations n£ 2.9 5 7.4 1 11.3
Advancement n 2.9 5 7.4 7•J 4.3
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attainment: there are advantages in the preferred alternatives
but also other advantages in the less preferred ones.
If we examine some of the differences in frequencies we can
see that Contribution to Society, Creativity - Accomplishment,
Intellectual Stimulation, Salary, Independence, Interest etc.
follow the trend of decreasing frequencies, as we go down the
rank order of the occupations.
On the other hand, less pronounced opposite tendencies appear
in Easily Accessible / Contacts (i.e. that this occupation
for one reason or another, or through contacts is easily to be
gained access to) Means to Other Occupations (i.e. that this
occupation or educational alternative considered could be the
first step that will lead to other steps later) and Security
Stability. It is our view that here we can discern some of the
influences of the opportunity structure.
Before we move to any other interpretations of Table 10.1 we
shall examine the statistical significance of the trends we
discern across occupations, i.e. some frequencies present an
increasing order while others a decreasing order. The
statistical test we employed for the investigation of the
significance of the above differences was the Cochran Q Test
(Siegel, 1956; pp. 161 - 166, as implemented in SPSS-Update).
According to Siegel "...The Cochran Q test for k related
samples, provides a method for testing u be ther three or more
matched sets of frequencies or proportions differ sign ifican11y
among themselves. The matching may be based on relevant
characteristics of the different subjects, or on the fact that
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the sane subjects are used under different conditions. The
Cochran test is particularly suitable when the data are given
in a not in a I scale or are dichotomized ordinal information
(p.161)." Cochran's Q statistic has an approximately chi
square distribution.
The significance of the differences in trends was tested by
the Q test. In the test all items were given a 0 (no) 1 (yes)
code, i.e. whether the subject had mentioned or not the parti¬
cular outcome. Thus, for this analysis, lack of response was
also taken into consideration. This may seem rather unorthodox
but, in fact, lack of a particular response may have its own
significance which is accentuated here. Only differences signi¬
ficant at the 0.01 level of probability will be reported:
Significant Differences in Positive Outcomes Mentioned
Outcomes Means Cochran p
Occ.1 Occ.2 Occ.3 Q
Intel 1ectual
Stimulation. 0.24 0.09 0.06 10.300 0.005
Salary. 0.58 0.45 0.32 9.142 0.010
Interest/
Content. 0.38 0.25 0.14 9.657 0.008
Life Style 0.19 0.06 0.01 11.411 0.003
All the significant differences are in the decreasing
direction. Thus Intellectual Stimulation, Salary, Interest /
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Content ,and Life Style are mentioned less and less as we
move down the list o-f preferences. This decreasing trend, as we
pointed out is character i stic of most of the categories under
which the responses were classified.
If we now look at the absolute magnitude of the frequencies
under each occupational category in Table 10.1 we can see that
in the occupation ranked first over half of the respondents
mentioned Salary as a reward. About one third of the
respondents mentioned Interest/Content and Social Relations,
while about one fourth mentioned Contribution to Society, Crea¬
tivity - Ac co up 1 i sb isen t, Intellectual Stimulation, and
Approved by Parents as the perceived rewards. It must be
pointed out at this point that, although the two measures were
different and it is doubtful whether they can be readily
compared, some of the rewards mentioned in the occupation ranked
first appeared at a top position in the Work Values hierarchy of
our total sample: Salary was third, Success-Accomplishment
was first, and Intellectual Stimulation was seventh. On the
other hand, the top value in the sample's hierarchy
Independence was mentioned by only 17.67. of the interviewed
sample, while in the motivational model it proved to be one of
the values that differentiated significantly. Even if we add the
frequency of Express - Self / Artistic Freedom the frequency
is still low (227.). Let us not forget that in the motivational
model subjects were asked to rate a list of values, while the
results reported here reflect the free responses of the subjects
to open ended questions on specific occupations.
The methodological point for this kind of research is still
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raised pertaining own versus investigator generated outcomes. In
our particular case Salary, one o-f the top values of our
sample, was mentioned quite frequently, while Independence,
the top value was not. This is an additional indication that
there could be two different standards of values: situation
specific and general. The extent to which the general standard
is a result of cultural cliches that selectively influence
behaviour is something that should be further investigated.
In the occupation ranked second, four out of ten respondents
mentioned Salary again, while about one fourth of the
subjects mentioned Easily Accessible / Contacts, Interest /
Content, and Approved by Parents.
Finally, in the occupation ranked third, one third of the
respondents mentioned Salary. All the other responses in this
category were of frequencies corresponding to less than one
fourth of the sample but we must pay attention to the relatively
high occurence of Easily AccessibIe, Security Stability, and
Approved by Parents.
10.2 Negative Outcomes of the Three Ranked Occupations.
Table 10.2 presents the negative outcomes mentioned by the
subjects under the three occupational conditions.
The prominent characteristic in Table 10.2 is that it is
totally different in number of responses from the results in the
"positive rewards" table. In the case of positive outcomes there
was a total of 423 responses (distributed 236 - 161 - 126) in
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Table 10.2 Negative Outcomes Mentioned Under Each of the Three
Ranked Occupations.
Negative Occ.l Occ.2 Occ.3
Rewards N = 68 N == 68 N = 62
(Lack of..or Abs. Ab 5. Abs.
bad..) F r e q. 7. F r e q. 7. Freq. 7.
Easy Accessibi1ity 26 ■38. 2 9 13.2 4 6.5
Working Conditions 14 20.0 10 14.7 14 22. 6
Objections of Family 13 19.1 5 7.4 5 8. 1
Labour Market 8 11.8 10 14.7 4 6.5
Responsibilities 5 7.4 - - 1 1. 6
Independence 5 7.4 8 11.8 9 14.5
Location 5 7.4 4 5.9 1 1.6
Security/Stabi1ity 4 5.9 4 5.9 7 11.1
Salary 3 4.4 12 17.6 8 12.9
Interest 3 4.4 11 16.2 10 16.1
Social Environment n 2.9 4 5.9 4 6.5
Accomplishment/
Creativity. 2 2.9 1 1. 5 6 9.7
Intel 1ectual
Stimulation. 2 2.9 3 4.4 2 3.2
Advancement 1 1. 5 2 2.9 - -
Status - - 3 4.4 1 1. 6
Variet y - - - - 2 T n•3 . L
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the three ranked occupations, while in the case of the negative
outcomes there is a total of 277 responses (distributed 93 - 86
and 78). It is obvious that, when it comes to negative outcomes,
subjects are not so prolific in their responses and here again
we would distinguish a cognitive dissonance reduction process,
because, let us not forget, the occupations were mentioned by
the subjects as ranked preferences. Could it be that low
frequency of some positive outcome could give us a better clue
as to what outcomes are missing in each occupational condition?
The low frequency of responses in the third occupation in the
Table of positive outcomes (Table 10.1) would support such a
view. In other words an outcome that is not mentioned as given
is not necessarily reported as not given.
The only significant difference (again using binary codes)
was in the lack of easy accessibility of the occupation
(Cochran Q 23.312 p.<0.001) which presents a decreasing trend
from the first occupation to the third. In other words the most
preferred occupations are characterized by inaccessibility.
The three negative outcomes that seem to be relatively con¬
nected with the occupation ranked first are Objections of the
Family, Horking Conditions, and Labour Market (i.e. bad
employment prospects).
In the occupation ranked second the most commonly mentioned
problems were Horking Conditions, Salary, Lack of Interest,
Lack of Easy Ac c e s sib1it y, Labour Market, and Lack of
Independence. The frequencies though are very low.
In the third occupation Working Conditions is mentioned
almost as often as in the previous two occupations, whereas
Objections oi the Fa»iIy, and Lack of Easy Accessibility
have fallen dramatically in frequency. Lack of Interest and
Lack of Independence show a marked tendency to increase within
the limited number of responses obtained.
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10.3 Perceived Rewards o-f the Three Ranked Occupations -
A Discussion
If we consider the -frequencies o-f the positive outcomes
under each o-f the three ranked occupations (Table 10.1) the
first thing we shall notice is that the number of outcomes
mentioned by at least one fifth of the subjects decreases in
number as we go from the most to the least preferred occupation.
In the first ranked occupation there are seven different
outcomes mentioned by at least 20 percent of the subjects, in
the second occupational condition there are four, and in the
third condition only two. Only two items are common to all three
conditions: Salary and Approved by Parents. The more
important of the two seems to be Salary that was mentioned by
57.4'/., 41.2'/., and 32.3'/. of the respondents for each ranked
occupation, respective1y. The fact that Salary was also the
third top value in our sample shows a consistency in the two
measurements.
This concern with the monetary rewards of work had been
spotted during the pilot study and a separate measurement was
included to examine the importance of Salary particularly in
relation to Interest/ Content which was the second most common
outcome (38.27.) mentioned under the first occupational condi¬
tion.
A continuum was developed with forced choice, on a 5-point




Interest 8.075 1. 73
Salary 5.164 1. 92
En vironment 4. 672 1. 87
We can say that in terms of these results our subjects, if
forced to choose between pay and interest will choose the
latter. Environmental conditions of work (installations etc.)
seem to be less important.
About one fifth of our sample seems to be concerned with
parental approval concerning occupational choices, something
that is not at odds with the similarity in value systems between
parents and sons that we saw in the previous section. We believe
that this particular concern which was voiced by at least one
fifth of our subjects is a cultural characteristic that has to
do with the closely knit Greek family which has only recently
started coming out of the extended family pattern.
Vassiliou (1 969) , writing of the Greek family, says that
"...parent-child interaction as revealed by role perception
includes in tense affect, helpful intervention on the part of
parents, and strong admiration. Also the parent - child roles in
Greece involve greater friendship and less rejection than in
America" (p. 125). And he continues, always referring to the
Greek family: "Interests become more family than individual
interests. There is, strictly speaking, no individual
achievement. The aspired achievement of any member becomes a
family matter. It is expected to raise the whole family up to
higher socioeconomic levels"(p.126). This last r e m a r k in
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particular shows why parental approval is so important tor some
of our subjects. Similar views are presented by Katakis (1984)
in her study of the developments in the Greek family within the
life-span of the last three generations.
Another outcome of rather specific nature, mentioned by 23.57.
of the respondents for the second ranked occupation, and as a
problem by 38.27. of the respondents for the first ranked
occupation, has to do with Accessibi1ity of an occupation or
lack of it. The main contexts in which this outcome was
mentioned were:a) in relation to educational achievement, i.e.
admission into a higher education institution and b) existing
occupational opportunities, either in the family, or through
friends and contacts. Pulling strings to find employment was
something not uncommon, at least at the time. These two
different kinds of responses were pooled together into the same
category. As for the educational aspect of it an independent
measure was developed by the investigator, on the basis of the
past performance in the examinations of the pupils of our
sample, and on the basis of the previous year's examination
results. According to this criterion it was estimated that half
of the sample (47.67.) had some chances of being accepted into a
higher education institution (not necessarily of university
level). In fact, of the 54 pupils contacted a year later 29
(547.) had been admitted into a higher education institution. It
is not easy to make a direct comparison but if we consider that
38.27. of our sample mentioned the inaccessibility of the first
occupation we can see that the pupils' perceptions in this
respect were not far from reality.
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Finally, the -fact that Social Relations as a positive
outcome under the -first occupation was mentioned by 29.4'/. o-f the
pupils should perhaps be connected with the relatively high
position o-f Relations ni th Colleagues in the Work Values
hierarchy o-f our sample (eighth of 18 ) and the high position of
True Friendship (third) in the Life Values hierarchy.
Similarly, Rorking Conditions that was sixth in the Work Values
hierarchy was mentioned as a problem by 22.67. of the pupils for
the occupation ranked first. In fact it was the only item that
was mentioned by more than one fifth of the respondents in the
negative outcomes category of the occupation ranked third.
In sum, we can say that the two different measures, the rank
ordering of the values in a contextual vacuum, and the
importance of some values, as it appears from the frequency of
the mentioned outcomes for the three ranked occupations, did not
prove to be irrelevant. But the situation was not such that
it could permit us to speak of a direct relation. On the
contrary, there are some indications that at some points the two
measures take their own separate ways.
But before we proceed to a discussion of the points of dif¬
ference between the two independent measures let us examine
first the results of an additional indirect measurement of
values acquired through some more questions in the interview.
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11. The Rewards of Work in General Contexts.
Nine questions in the interview aimed at eliciting the
perceived positive and negative outcomes of work in general.
These questions were asked in an abstract setting, not within
the framework of specific occupations, as was the case with the
rewards examined in the previous section.
11.1 The Positive Rewards of Work
Six questions were aimed at eliciting the perceived positive
outcomes of work. Table 11.1 presents the responses to the six
questions as they were classified in categories. The first two
questions ("If you were offered two -similar jobs wb ich one
Mould you choose?" and "If two different companies/ organiza¬
tions offered you the same job uhich one Mould you choose?"-
Questions A and B in Table 11.1) were aimed at measuring the
interplay of Interest/ Content with Salary, which had been
assumed to be key factors in occupational choice. In the pilot
study it had been observed in the discussions with the subjects
that interest was mentioned selectively. Thus the question about
being offered two similar jobs with the added explanation that
the working conditions and administration etc. were assumed to
be the same, but not the content of the job, was expected to
control for some of the outcomes connected with the setting and
the working conditions.
Interest and Salary received equal numbers of responses.
Slightly more than half of the sample mentioned one of these two
outcomes or both (55.4*/. and 53.87. respectively), which cannot
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Table 11.1 Positive Outcomes Mentioned in Response to the
Following Quest ions:
A: If you were offered t no sailer jobs which one would you
choose?
B:If two different companies/organizations offered you the sane
job which one would you choose?
C:Uhat makes a job satisfactory?
D:Hhat would you like your job to offer you?
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A B C D E F





















Salary 53.8 66. 2 68. 2 85. 3 77.9 43.3
Advancement 20. 0 14.7 7.6 11.8 13.2 3.0
Succoss/Accompl. 18.5 5.9 33. 3 45.6 29.4 44.8
Relations/Colleag. 13.8 35.3 30.3 27. 9 13.2 22. 4
Warking Conditions 7.7 14.7 13.6 8.2 2.9 1. 5
Independence 7.7 5.9 24.2 29. 4 11.8 11.9
Secure Job 6.2 CMCOK> 7.6 5.9 7.4 -
Management 4.6 19.1 13.6 2.9 2.9 3.0
Status 4.6 1. 5 3.0 1. 5 - -
Help Others 3. 1 7.4 10.6 14.7 - 13. 4
Authority 3. 1 - 3.0 4.4 - 3.0
Opportunity/Travel 1. 5 - 3.0 5.9 2.9 1. 5
Acquaintances 1.5 - 3.0 14.7 - 16.4
Pleasure 1. 5 1 . 9 9. 1 14.7 5.9 4.5
Intel. Stimulation 1. 5 - 9. 1 10.3 5.9 13.4
Originality/Invent 1. 5 - - 4.4 2.9 4.5
Variety 1. 5 2.9 7.6 7.4 2.9 7.5
Location - - - - 1.5 16.4
Artistic Freedom - - - 1. 5 - -
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allow us to suspect of any differences. Yet, as we have already
said, a separate measurement showed Interest to be rated
higher by our sample. The next two outcomes were Advancement
(13 subjects, 20.07.) and Success-Accomplishment (12 subjects,
18. 57.) .
The next question ("If two different companies/organizations
offered you the same job, which one would you choose?" -B in
Table 11.1) was controlling -for interest because it was pointed
out to the subjects that the two jobs were supposed to be
identical in content; it was the employer that differed. The
most common response, by far, was Salary (66.27.) followed by
Secure, stable job (38.27.) and Re I at ions with Colleagues
(35. 357.) .
The next question (Question C in Table 11.1): " W hat makes,
in your opinion a job satisfactory?") was far more general.
Again Salary was by far the most commonly mentioned outcome
(68.27.) followed by (prospects for) Success-Accomplishment
(33.37.), (good) Relations with colleagues (30.37.), Interest
(30.37.), and Independence (24.27.).
The next question (D in Table 11.1) was more specific in that
it referred to the subject's own aspirations ("What would you
like your job to offer you?"). Responses were similar to the
ones obtained with the previous questions: Salary was almost
unanimously mentioned this time (85.37.), followed by Success-
Accomplishment (45.67.). The fact that both outcomes were
mentioned more frequently than before could be attributed to
that this question allowed them to give their own perceptions
293
unmediated by possible social desirability effects. The next
most common responses to the same question were Interest
(30.9 7.), Independence (29.47.), and Re I at ions with Colleagues
(27. 957.) .
Question E ("What Mould make you accept a job?") was again
person - specific. Salary was again the most common response
(77.97.) followed by Interest (66.27.) and Success- Accomplish¬
ment (29.47.).
When we turned again to a rather more general question
(Question F in Table 11.1):"What aspects of mor k are you
looking forward to?"- With the added explanation that soon they
would be joining a new world, the world of work, what aspects of
it were they looking forward to? - the responses were dispersed
again. It could be that this particular question did not serve
as a good stimulus. In any case, Salary was mentioned, again
by 43.37. of the respondents, Success - Accomplishment by
44.87., but this time the runner up was again Relations with
Colleagues.
In summary, the responses to each question given by at least
one fifth of the sample were:









B: I -f two different compan i es/or gan i z at i on s offered you the same










D:What would you like your job to offer you?

















These results should be compared with the results of the per¬
ceived positive and negative outcomes that were mentioned for
the three ranked occupations, and with the value hierarchies
that resulted from the rank ordering, but before we proceed to
this we must examine the results of the questions aimed at
eliciting perceived negative aspects of work.
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11.2 The Negative Rewards of Work
Three questions were aimed at eliciting pupils' perceptions
of the negative outcomes connected with work. Results are pre¬
sented in Table 11.2. The three questions were: a) "What wou I d
make you change your job?" (Question A in Table 11.2); b) "What
Mould make you reject your job?" (B in Table 11.2); and
c)"Uhat aspects of mork, in general, do you find annoying?"
(Question C in table 11.2).
The most common reasons perceived by our sample to lead to a
job change are: (bad) Salary (58.87.), (lack of) Interest
(43.17.), (bad) Management (23.57.), and (bad) Relations Mi th
Colleagues (23.57.). Close behind, mentioned by slightly less
than one fifth of the sample, are lack of opportunity for
Advancement (19.67.), and lack of opportunity for Accomplish¬
ment (17.67.), as well as lack of Variety (17.67.).
Almost similar reasons are offered for the rejection of a job
that is offered: lack of Interest (48.57.), bad Salary
(44.17.), bad Relations with Colleagues (26.57.), and lack of
Variety (20.67.).
Finally, when we go to a general question again, Question (C)
the picture changes: the aspects of work that are found to be
annoying are bad Management (56.97.), lack of Independence
(38.57.), bad Working Conditions (30.37.), and again bad Rela¬
tions with Colleagues (24.67.).
In summary, the most common responses to the three questions
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Table 11.2 Negative Outcomes Mentioned in the Interviews in
Response to the Following Questions:
A: Hhat mould nake you change your job?
B: Hhat mould make you reject a job that you mere offered?
C: Hhat aspects of mark do you find annoy in g?






































































aimed at eliciting the negative outcomes of work were:




Relations with Colleagues (23.57.)
B:What would make you reject an offered job?
Interest (48.57)
Salary (44.17.)
Relations with Colleagues (26.57.)
Variety (20.67.)
C:What aspects of work do you find annoying?
Management (56.97.)
Independence (38. 57.)
Working Conditions (30. 37.)
Relations with Colleagues (24.67)
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11.3 The Perceived Negative and Positive Outcomes of Work. A
Discussion.
We examined the rewards connected with work under two dif¬
ferent conditions. In the first condition we asked subjects to
give their views about the perceived outcomes of the occupa¬
tions they were considering - the three ranked occupations. The
second condition was nonspecific: we asked some general
questions about work without direct reference to specific
occupations. In each of these two conditions we examined two
sets of rewards, positive and negative.
Two different topics arise from the results presented so far:
a)The relation of the results, obtained through open ended
questions, to the value measurements obtained through the rank
ordering of values, and closely connected to that the topic of
investigator-generated versus subject-generated outcomes; b) The
topic of the differential manifestation of values in specific
situations.
In the section where we examined the perceived rewards of the
three ranked occupations we saw that Salary and
Interest/Co rite rit were by far the most common outcomes
mentioned. Interest had not been included in the values list
because it is assumed to be a separate dimension (Rokeach, 1973;
and cf. Smith, 19#3; Lorr et al., 1973). As such it was measured
separately and, as we saw, it received a higher rating than
Salary. Salary was, as we saw, one of the top values (third)
in the value hierarchy of our subjects. Similarly, other top
values like Success - Accomplishment, Uork ing Conditions,
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Secure, stable Job, Independence, Relations with Colleagues, if
we take the eight most important work values, appeared in the
subjects'responses, in one context or another. Advancement
(10th in the hierarchy) was mentioned once by ten subjects, in
answer to the question: "Between tno similar jobs which one
would you choose?",i.e. in a context that allowed less
important outcomes to be mentioned. Of the less important values
of our sample only Management, and Variety (11th and 15th in
the value hierarchy, respectively) appeared to be important in
negative contexts ("change job" and "reject job", respectively).
One outcome mentioned as a reward of work that can be related
to a top Life Value was Social Re 1 at ions, mentioned by one
third of our sample as a positive reward. It can be related to
True Friendship which was third in the Life Values hierar¬
chy .
As a conclusion we can say that despite the dissimilarity of
measures the interview reconfirmed the value hierarchy, as it
had emerged from the rakings of the Work Values. We can claim
that it gave additional evidence that occupational choice can be
viewed as a value attainment process.
One problem that arises, however, is whether measurements
like the ones obtained from ranking of investigator - generated
lists can be effectively used for research connected with
occupational choice. This topic is directly connected, too, with
expectancy theory, as we saw in the respective section. In our
categorization of the responses we had to include a few items
that could not be readily related to the values lists. These
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were subject- generated outcomes, a tew of which appeared to be
quite important for our sample. These were the responses that
had to do with parental approval of choices, the easy or
difficult accessibiIity of the occupations and the situation
of the labour market. These are situational factors which
cannot be neglected, and which vary from group to group and
between particular socio - economic structures. These factors
emerged only when the subjects were referring to specific
occupational conditions, and not in general contexts. In our
case, it was an ommission that these factors had not been
spotted during the pilot studies, so that they could be
incorporated as separate measures in the study, in a way that
would have allowed a better investigation of the importance of
these factors and their impact on perceptions and decisions.
In sum, the sample - specific and culture - specific
situational factors that appeared in our study were parental
approval, and labour market restrictions on occupational
choice. These two factors appeared to be important only in
specific contexts, which in our case were the occupations the
subjects were considering, and they did not seem to play an
important role when the subjects were referring to general,
nonspecific contexts.
This constitutes one aspect of the specificity of value
measurements which is our next topic.
By specificity of values we mean that regardless of the
importance of a value in a measured value hierarchy, this value
can be evoked as a motivator by different stimuli. Thus, we can
302
have important values that do not motivate the person to
appropriate responses because the need hierarchy has changed.
Conversely, we might have values at a lower position in the
hierarchy that can be the chief motivators under certain circum¬
stances. Rokeach views values as the cognitive representations
of needs and he assumes that they are "enduring beliefs". He
adopts, however, an animalistic definition of needs and thus he
avoids discussing the possible interplay between the
restructuring of need hierarchies and, in consequence, of value
hierarchies.
We believe that our data would give some support to an
examination of occupational choices within the framework: of
Herzberg's (1959; 1966) two - factor "Motivation - Hygiene"
theory. Herzberg examining job satisfaction found that five
factors stood out as determiners of job satisfaction: Achieve-
men t, Recognition , Uork Itself, Responsibility, Advancement. He
called the "satisfier" factors motivators, since his findings
showed that "they are effective in motivating the individual to
superior performance and effort" (1966 , p. 74). Another set of
factors, the "dissatisfiers" are involved only in job
dissatisfaction, in their absence, and they are rarely involved
in events that lead to positive job attitudes. The major
"dissatisfiers" were Company Policy and A dm in i stration,
Supervision, Salary, Interpersonal Relations, and forking
Conditions. Herzberg defines the concept of "dissatisfiers"
further: "Since the dissatisfier factors essentially describe
the environment and serve pr i mari I y to prevent job dissatis¬
faction, while having little effect on positive job attitudes,
they have been named the hygiene f actors." (p. 74). The
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hygiene -factors lead to job dissatisfaction as a result of the
need to avoid unpleasantness, while the motivators lead to job
satisfaction because of the need for growth or self
actuali zation.
Our findings would give support to a similar distinction of
the perceived outcomes of entering an occupation. It seems that
needs are viewed as being differentially satisfied, depending on
the psychological context within which work is viewed. Different
needs become more, or less, prominent depending on a variety of
factors. Some of these could be the attainability of the job,
whether we are examining the job from a rejection or adoption
point of view, and whether it is a compromise choice, a more or
less ideal preference, or an expected possibility. In addition,
responses differ when we are called to examine work and job
alternatives in a general context or in a specific, situation
bound, context. In the former case a generalized need/value
hierarchy is aroused, in which higher level values are mainly
involved. Conversely, in a specific context, a more realistic
evaluation shows that not all high level priorities can be
satisfied and thus an alternative set of priorities is aroused
which can include some of the top values but also may employ
values of lower priority.
A comparison of the frequencies of the outcomes mentioned in
response to the different questions in the interview, and in
particular of the paired questions (e.g. Accept - Reject a job,
Aspects looked forward to, or aspects that are expected to bring
annoyance etc.) gave us three distinct sets of values that were
employed differentially. Success - Accotplishpent and Salary
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appeared as distinct satis-fiers, while Management, Variety,
and Working Conditions appeared as dissatisfiers. On the other
hand, 4dkance»ent, Independence, and Relations with
Colleagues did not follow a distinct pattern. The same was true
■for Interest which appeared equally often as a satisfier and
as a dissatisfier.
The nature of our data do not offer themselves for a further
analysis, but let us suggest at this point that it is worth
pursuing this issue more in future studies because this could
serve, if it is true, in the psychological analysis of the kind
of events put forward by sociologists as "opportunity choices".
In other words, this could bridge the gap between macroscopic
sociological analysis and psychological analysis concentrating
on the individual level, because it would show how socio
economic events come to be processed by the individual's
cognitive structure.
The evidence from our data would suggest that adoption of
externally regulated events is effected by invoking differential
sets of values which seek attainment. This could also explain
how cognitive dissonance reduction is effected: different sets
of values are being employed in the pre-di ssonant stage from the
ones employed when dissonance reduction is taking place.
12.A Follow Up
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The greater part of this study was dedicated to how Work and
Life Values could predict occupational preference. We saw that
values employed in conjunction with Vroom's motivational model
could give us a satisfactory degree of prediction. In our
research we used the "preference" model because we had assumed
that it would be more suitable for our subjects who were in a
phase where they were considering different occupational and
educational alternatives but at that particular point they would
not be required to make any decisions.
Preference does not necessarily mean final choice, as a good
many other factors are involved before choice behaviour is
manifested, and in particular factors that are outside the
individual's control. In our case a factor that would be
decisive was the examination results which would determine what
our pupils would be doing a few months after the research.
However, an attempt was made to investigate the extent to which
our meaures could be related to real life situations.
Fifty four of our subjects were contacted again approximately
two months after the results of the examinations had been
announced. A few of our subjects had failed the examination
altogether, which meant that they would have to take it again
for their secondary education qualification. Others had just
failed to collect the required marks for entrance into a Higher
Education institution. A few had not even applied for the
schools that they had mentioned in the interview, opting for
easier alternatives.
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Twenty five of the 54 subjects, about 46'/., had not been
accepted into a Higher Education institution because of failure
or inadequate performance in the examination. Fifteen of these
subjects were working, either full time or part time, and most
of them stated that they were preparing for a resit of the
examination the following year, thus denoting persistence in
their aims. What is of importance, though, is that only nine of
these fifteen working subjects had mentioned a job (and not
necessarily the job they were doing at the moment ) as one of
the alternatives considered during the interview. Only one
subject had put down entering employment as a first choice, and
another one as a second choice. In both cases, it was father's
business to which they were referring.
Twenty nine (53.7'/.) of the subjects that were contacted had
gained entrance into some Higher Education institution. Seven of
these (137.) were attending colleges that were irrelevant to
their choices, because as we mentioned earlier, they had the
right to put down in their applications a large number of
different colleges for which they wanted to be considered. As a
result they had been allocated to a college of which most
probably they had not heard before. What is of interest is what
happened with the remaining 22 subjects who had been accepted to
a college that had been mentioned in the interview as a first,
second or third choice.
Of these 22 subjects 11 were in the college that corresponded
to their first expressed preference, i.e. in the educational
alternative that had been ranked first in the interview, 7 in
the college that corresponded to their second ranked alternative
and 4 in the college that corresponded to their third ranked
alternative. All of the 11 expressed first preferences that
eventually became actual entries had been predicted by the model
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when used with the Life Values set, i.e. they had provided the
highest value attainment score (highest SIV), and 8 when used
with the Work Values set. In other words, the Life Values set
eventually gave a better prediction of actual behaviour. The
only evaluation we can make of the fact that 11 more of our
subjects had ended up in one of the alternatives that they had
ranked as second or third preferences is that in those cases,
too, we had dealt with real life alternatives. The remaining
cases, i.e. those pupils that had succeeded in none of the
ranked educational alternatives, cannot actually be accounted
for as not predicted by the model or being irrelevant to actual
behaviour, because most of the subjects in this category stated
persistence in their aims (i.e. intention to take the
examination again the following year).
If we want to estimate how relevant to actual life the
occupations considered were, we must take the 22 subjects that
ended up in a college that they had mentioned and to these we
can add, with some reservations, the nine pupils who had
mentioned getting a job as an alternative, and were actually
working. We end up with a total of 31 (577.) who were found in
one of the alternatives considered. But on the other hand an
approximate 507. of our sample (if we take out those working in
jobs that they had not mentioned) were in a state of
uncertainty, still pursuing their stated preferences, or in the
process of opening up routes other than the ones they had
mentioned a few months before. It is difficult to say, without
having them followed up further, whether this could be labelled
the "opportunity structure" sample. The only fact is that the
majority of those that had failed were claiming that they would
try their luck with the examination once more, but not
necessarily for the colleges that they had mentioned.
One conclusion that we can reach at this point is that such
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measures of preferences or choices will always have the
disadvantage of being corrupted by the interplay of hopes and
reality. We can always have a fair degree of prediction, and in
many cases a fair amount of explanation, but our view is that we
are a long way from measuring real life situations. And this,
because the impact of social, educational, economic, even
personal events will come to bear heavily on individual
behaviour, thus rendering prediction of actual behaviour
difficult, if not impossible in some cases.
We would suggest that prediction could be feasible in
clear-cut situations where structural factors have been
processed by the individual and are thus represented in his
cognitions, or in cases that ability allows scope for a wide
range of choices, but not in cases where the individual has not
yet come to terms with reality and is floundering between
realistic and unrealistic alternatives. This was the case with
those of our subjects who were considering academic alternatives
when their previous academic performance should prohibit such
thoughts. But even among those there were a few that performed
beyond prediction.
From our experience with young people of this age, we would
predict that the 50'/. of our sample who were still in a state of
uncertainty would drift little by little into different jobs,
few of them into the educational courses they were pursuing,and
some others into totally irrelevant courses or training.
We would suggest here that models aiming at the prediction of
choices must be used in situations where actual performance is
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in -fact more within the individual's control than contingent
outside -factors, as in the latter case the concept o-f choice
ridden by ambiguity.
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13. Recapitulation and Methodological Issues
The three main concepts that we employed in this study were
work salience, work motivation, and values. In addition, we
tried to investigate the impact of structural factors on choice.
1. Work Salience
The instrument we used for the measurement of work salience
failed to give distinct scales by use of which we could
investigate thoroughly how values are connected with attitudes.
The instrument, however, gave us some indications for the
existence of three separate dimensions reflecting attitudes to
work in our sample of Athenian pupils. In the absence of
relevant Greek research, we cannot make any speculations as to
the extent that these three different attitudinal dimensions,
the ones we named actualizinq. calculating, and uninvolved
do exist in the general population, but the fact that two of
them seemed to coincide with the ones that the author of the
instrument, drawing from the literature, initially hypothesized
to exist, although he did not manage to confirm empirically,
could serve as a clue that at least within some groups such
attitudes must exist. The third attitudinal dimension was
characterized by lack of involvement with work and by more
concern for social relations and pleasure than work itself. This
dimension had not been hypothesized to exist but it seemed to
characterize part of our sample.
A correlational analysis gave us some indications as to the
association of values with the three attitudinal scales. The
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coefficients obtained were low but they were indicative of the
kind o-f associations we would have obtained had we employed a
better adaptation of the instrument. The " actua1ising " attitude
was found to correlate with Success-Accomplishment, the
"calculating" attitude with Advancement and Salary, and the
"uninvolved" attitude with PIeasure and negatively with
Success- Accomplishment. These findings based on two totally
independent measures from the same sample are encouraging for
further investigation of the three scales and of the
relationship between values and attitudes to work in the
pre-entry stage.
2.Work motivation
The model we employed gave more or less the same degree of
prediction that most other studies report. In this respect we
cannot claim that we are presenting anything new to the relevant
literature. What was new and different in this study was that
the model worked efficiently with our sets of values, and by
implication that in this way value theory and motivational
theory were linked together. What was also new and of great
methodological implication in our analysis of the data was that
we managed to find evidence, by employing the analysis of
variance, that the values that differentiated across the ranked
occupations were mostly the values that were at both the top and
the bottom of the hierarchies of our sample. In this respect we
found some empirical evidence in the lines of a methodological
suggestion that was put forward relatively recently with regard
to the products of the Is x V s (or other relevant concepts) in
expectancy-value research:
"A more psychologically plausible account suggests that each
product is used to make comparisons bet ween alternatives
before summation occurs. Some products might discriminate
between alternatives better than others: specifically those
products which have a greater variability across alternatives
would be better predictors." (Herr iot and Ecob, 1979 , p. 315) .
In our research the variables that discriminated best, as the
analysis of variance showed, happened to be of the items that
had been identified beforehand as top or bottom values. This
should show the way that speculations such as the one mentioned
above should follow in practical applications, ie. that
positively or negatively salient first-order outcomes are better
predictors than "indifferent" ones (though in our case the
distinction was between important and non-important).
The responses which we obtained from the interviewed sample
reconfirmed the existence of a cognitive mechanism similar to
the one hypothesized by the model.
With regard to the motivational model, the main issue, in our
view is not whether such models operate in the individual' s
mind in an objectively "correct" way. On the contrary, as
Feather (1982d) points out it is implied in the theory behind
such models that each individual's mind has its own workings and
" the concepts of expectation and perceived value that we use
are framed at the level of subjective reality and that is what
is held to be important for understanding a person's behavior"
(p.398) .
313
What is of interest is whether individuals adopt a passive
attitude of scoring similar instruments in a mechanistic way,
that is routinely attributing smaller and smaller
instrumentalities to the least preferred alternatives , without
giving serious thought to the considered alternatives. In other
words, is there a response set inherent in the model? In such a
case the whole procedure would be redundant; a verbal statement
would be an equally good predictor of behaviour. Some people
might respond in such a way, but not all. Besides the fact that
overall results show that this cannot be true in all cases, we
can present a different kind of evidence: The occupation ranked
first received negative instrumentality ratings that ranged
in frequency (N = 6 0) from zero (Self-Respect- ranked third in
the value hierarchy ) to 20 (Beauty - ranked 13th) in the case
of Life Values, and from zero (Success-Accomp1ishment- ranked
1st) to 23 (Artistic Freedom- ranked 16th ) in the case of
Work Values.
This is a clear indication that in most cases it cannot have
been only the degree of preference for the occupation that
determined the responses but also the importance of the value
being rated in terms of instrumentality across the three ranked
occupations. Such an effect is in accordance with the theory.
Related to this is the finding that top and bottom values are
employed differentially depending on the context. In other
words, some times it is a top value that becomes prevalent in
people's cognitions, while in other contexts values at the
bottom of the hierarchy can be invoked. This is something that
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should be -further investigated, particularly as concerns the
contexts in which it takes place. Our suggestion is that this
differential perception of value attainment is related to need
arousal.
One major methodological deficiency of which one could accuse
the research study reported here could be that, although it was
based on interviewing as opposed to a questionnaire, it did not
employ the "own outcome" method which is recommended by many
researchers. The fact is that it was employed in some of the
interviews, so that we could later make comparisons. What we
found was that there were very few "own outcomes" mentioned that
could not readily be connected with the outcomes implied in the
value lists. Thus, we believe that our list of work values, in
particular, superseded the list of work outcomes that could have
been generated from the subjects themselves, had such a design
been adopted. The only difference that we observed in those
cases where we employed such a procedure, too, was that
responses tended to be more verbally specific, as opposed to the
contextual generality of our value-cues. Such responses were:
"respectable job", "responsibilities", "personality growth",
"social security", "not a tiring job", "a job in demand", "not
far-away", "realization of personal targets", "opportunity for
research", "create something for my children", "use of
abilities", "have initiative", "a clean job", "to get to know
life", "experience (s) " , "please my family", "challenging", "near
nature", "no stress", "create personally", "own job" etc. to
sample a few of the "own outcomes" collected and employed.
Of course it is not only the individual items that matter in
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such an approach but their number, too, which may vary depending
on how many are salient to the individual. We employed this
method in twenty five cases. The "own" outcomes employed in
individual cases varied in number from 1 to 6, most of the times
being two or three. This made any comparisons difficult, save
for investigating whether these "own" outcomes, regardless of
their number in each individual case, predicted or not the rank
ordering of the occupations. We examined this and we found that
in the 26 cases that we employed this method the "own" outcome
model predicted the rank ordering of the three occupations as
frequently as the model employing the work values list (11 times
out of 26 possible). Undoubtedly, in such a case one should opt
for parsimony, unless one wants to use more information, or
utilize the methodological convenience of standardization, as
was the case with our design. We have no reasons to believe,
however, that the increased number of outcomes that we asked our
subjects to process, which most researchers suggest that should
be around seven, plus or minus two, (cf. Miller, 1956), worked
against the model. Our subjects, it seems, did their own sorting
of the information they wanted to process, which was each
subject's top and bottom values, as our evidence points to.
One final note concerning the use of the expectancy model: We
found that as in most other studies, the predictive power of the
expectancy value model was relatively limited. There were many
cases (in the within subjects analysis) that it did not predict
the ranked order of the occupations. In other words not more
value attainment was perceived for the most preferred
occupation. One reason was that the subjects could not always
decide on a real rank ordering of the occupations in terms of
1
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preference, because reality factors and perceptions of
attainment intervened. There are some additional reasons, and in
this respect it is a marked ommission in this study that such
measures had not been provided for: the model is not applicable
in all cases. Feather (1982d) points to some of the cases that
such models can or cannot be meaningfully applied. They can be
applied where the situation sets the individual to structure
possible actions within a means-end or instrumental framework,
where there is moderate stress, or realistic hopes for better
solutions, where there is time to search and examine thoroughly
the possible alternatives. Finally, they can be applied where
the time gap between probabilities, valences and actions is
minimal. They cannot be applied where external factors so
dominate action that the individual has very little perceived
choice about what happens, and where the individual
characteristics operate against such a model (eg. "impulsives"
as opposed to "planners"). Kerr (1983) employing an expectancy
model examined old age pensioners applying (or not) for a
supp1ementary benefit. He distinguished five thresholds that
serve to define those people for whom the expectancy model is
operative: perceived need, basic knowledge, perceived
eligibility, perceived utility, perception of the current
personal and domestic situation. One can assume that similar
thresholds may exist in other specific situations.
3. Values
With regard to the use of values as a key concept in our
research, we managed to employ values in a meaningful way with a
model predicting occupational choice and preference. In other
1
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words, the sociological approach and the psychological-
developmental, motivational, or i nd i v i dua 1-amfa i t i on approach
were linked together. We mapped the value systems of our pupils
and of their parents and we found great similarities. These
similarities must have been the joint result of their sharing a
common culture, and of an immediate transmission of values from
one generation to the other, within the family, through
socialization.
Social system norms were proven to have entered the
individual information processing in a meaningful way and thus
individual motives were found to reflect, despite their
individuality, social norms. This was shown by the fact that the
best d i scriminators in the expectancy model were the values
ranked high or low by the total sample. This importance of
values of high or low salience was reconfirmed by the responses
to the questions in the interviews.
The main reason why we investigated the value systems of a
larger sample of pupils and of their parents before proceeding
to the analysis of the role of values in individual motivational
behaviour was that we wanted to define the structural parameters
within which this value - motivational research was taking
place. We found that parents between themselves tended to have
an overall greater similarity in value systems than with their
children. This is true for both Life and Work Values, in the
case of our sample. Similar findings have been reported by other
researchers, too (Troll et al., 1969).
This was of direct relevance to our investigation because in
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this way we had an additional indication of the utility of value
research and of the employment of values in a motivational
context: we were working within the cognitive environment that
the pupils were experiencing at the time. Of more direct
relevance was the fact that there were marked similarities
between the value hierarchies of the pupils and their parents.
In the case of the work values the pupils' value systems were
more similar to those of their fathers in the private school,
while in the state school they resembled those of their mothers.
We would tend to think that this difference must point towards
two different socialization patterns in terms of transmitting
the work values. This can be supported by the fact that in the
case of Life Values the systems of the pupils of both schools
were more similar to the ones of their mothers. It seems that
when the socioeconomic status of the father is high the work
values associated with this status prevail within the family.
This can be supported by the fact that while the parental Life
Values systems do not differ significantly between themselves
across schools, in terms of the absolute value of the
coefficent, (0.839 in the private school as opposed to 0.818 in
the state school), when it comes to Work Values the similarity
in value systems between parents is higher where the
socioeconomic level is higher too (0.905 in the private school
and 0.857 in the state school). Of course these are theoretical
speculations based on some indications in the data, because the
coefficients we are comparing are rank order coefficients of the
two value systems, and the difference is not statistica11 y
significant.
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It seems, though, that some of the significant d i f -f erenc es
that we -found in individual values of the pupils would also
point to the existence of such differences in socialization. The
private school pupils were found to value Uis dot significantly
more than the state school pupils, while the opposite is
happening with Advancetent. These two differences reflect, as
we argued elsewhere, socioeconomic differences in the
composition of the populations of the two schools. These
differences must have crept into the value systems of the
pupils, through the formation of different needs. One could
argue that such value differences are the effects of
socialization within a particular school environment, and not of
pre-school socialization by the family, or of different need
hierarchies. We would argue that parental values determine the
choice of school, where there can be a choice in terms of the
socio-economic level, in which case the school environment is
only strengthening and enhancing the parental value system that
has been transmitted to the children. At least this must be the
case with our private school sample.
All these were of relevance to the research design adopted
here, because we think that we managed to show that in fact the
so-called individual-ambition model is not irrelevant to
structural approaches, but complementary, as we pointed out
elsewhere. It seems that normative components can be very useful
in similar kinds of research, and more specifically with similar
kinds of motivational models (cf. Herriot and Ecob, 1979;
Fishbein and Ajzen, 1975).
To capitulate, social structural differences were reflected
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in the value hierarchies. The same values were used as the first
order outcomes that the motivational model required. Employing
the analysis of variance we found that the best discr i minators
were the values that characterized our sample in terms of high
or low importance attributed to them. Similar indications were
found in the analysis of the responses to the interview
questions. In addition, the interview helped us isolate some
other structural factors, which had not been included in our
study as separate measures. These were the impact of labour
market and parental expectations on occupational choices. In
this way we believe that our results can serve as the seminal
framework for similar kinds of future research in which more
robust methods of measurement, more differentiated samples, a
greater number of measured social characteristics, and the
inclusion of more social parameters will show more clearly how
structural factors enter and influence individual decision
making. This would be most useful in determining what exactly is
that determines occupational trends at the pre-entry level,
because "choice and structura I constraints are best seen as
tmo sides of the sane coin" (Watson, 1980, p.126).
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14. Towards a Value Attainment Theory of Occupational Choice.
In the first part of this study we examined most of the
theories of occupational choice and in particular those that
have had more impact on career related research and guidance
practice. At this point we shall present some theoretical
speculations on the occupational choice process, based on the
findings of this research study and on the insight that the
contact with the interviewed pupils of our sample offered us.
We must make clear at the outset that we do not believe that
there can exist a universal theory of occupational choice, as
the context, the content and the range of choice can vary even
within the same society, at different points in time. Hereditary
occupational entry, for example, may characterize the early
traditional stages of the development of a society. At a later
stage, though, when liberalism both in the society and its
economy places more emphasis on the competitive spirit that is
required, encouragement may be given to individual striving and
the pursuit of "own" goals. At an even later stage, in the same
society, certain occupational sectors may have been saturated
while new occupations may be appearing or be demanded by the
economy. This may be followed by state intervention aiming at
canalizing people and their ambitions towards certain goals and
not others. Such a state intervention can take the form of
educational reform, of youth training programmes, of
differential allocation of monetary and prestige awards. Thus,
it is our main proposition here that the range, the context, and
in a general degree, the content of occupational choice are
dictated by the economy. The range of choices and opportunities,
1
322
and hence of ambitions is determined by the socioeconmic
structure, primarily, and by the dominant values or ideology of
the society, secondarily. Within this nexus there is room for
the formation of individual ambitions and goals and in this
context only can we speak of choice on the part of the
individual.
The main tenet in our formulation is that in occupatioanl
choice (as in other aspects of their lives) people are trying to
realize their values. There are two aspects in this approach to
occupational choice : a) a developmental aspect that has to do
with the formation of values and acquisition of goals and b) an
immediate/motivational aspect that has to do with the
mechanism of the pursuit of certain specific outcomes and goals
and not of others.
A. Developmental
1. Values are acquired in the socialization process. They are
transmitted by the main agents of socialization: the family,
education, the peer group. A person's values will have an
overall similarity with the dominant values in the society, with
the dominant values in the particular social group to which he
belongs and with the values of its immediate cognitive
environment. At the same time there will exist some significant
differences between the value hierarchies of different persons
belonging to the same social group and between the value
hierarchies of social groups belonging to the same society,
without disturbance of the overall similarity. These differences
allow for the pursuit of group-specific or person-specific
1
goals.
2.The general goals that are prevalent within a society are
dictated by the socioeconomic structure. Individual and group
goals are generally compatible with these general goals.
Socially accepted goals are appointed in accordance with the
general values in society and are distinguished by the the
differential allocation of social rewards and by the
differential opportunity for access to them.
3.Personal goals are selected from the general goals appointed
by the social system. They are translated into specific goals
under the influence of the following set of factors: a) the
influence of the immediate social environment; b) acquired or
innate psychological characteristics ; c) idiosyncracies in the
social and psychological development; and d) the specific
opportunity structure in the immediate or wider socioeconomic
environment.
B. I inmediate/Motivational
1. The person equipped with a set of values acquired through the
process of socialization will seek the occupational goal that
will provide the maximum realization of his values. A cognitive
evaluation of foreseeable outcomes, of their instrumentality in
attaining one's own values and of their accessibility will take
place.
2. This process of choice is influenced at the cognition
(choice) point by three main factors: a) the individual's innate
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and acquired characteristics (ability, aptitudes, interests,
perceptions etc.) b) his value system c) the socioeconomic
system (opportunity structure, constraints on choice, socially
accepted goals). This configuration of variables will limit the
range of choice to those outcomes that seem "suitable" and
compatible with the person's own characteristics.
3. In the first stage, while considering the outcomes that have
been singled out the individual will seek the ones that will
provide, in his perceptions, the maximum value attainment.
4. Perceptions of the accessibility of the different outcomes
will narrow the range of considered outcomes even more. Some
.9
desired goals may have to be left out, if they are perceived not
to be attainable. An alternative value hierarchy will be
employed consisting of some (not all) of the top values that
will now be sought to be realized, or of other values, lower in
the hierarchy, that will now become salient, as a result of the
arousal of new needs or as a compensation for the values that
cannot be attained.
5. Once some outcomes have been excluded as unattainable, the
outcomes considered will entail a certain degree of value
deprivation. This value deprivation, if it is of a tolerable
level, will be compensated for by value attainment of formerly
not very salient values. A form of cognitive dissonance
reduction will take place by evoking values that are viewed as
being realized. These values will now become more salient.
6. If the perceptions at stage 4 do not narrow down the number
of outcomes considered, then total value attainment is perceived
to accompany the choice of an outcome. Such are the cases where
abilities and social characteristics do not limit the range of
choice. This psychological balance attained (total value
attainment) will exist until a new need will cause a
rearrangement of the value hierarchy giving salience to a value
that has not been realized. This may initiate a new procedure
aiming at value attainment.
7. If value deprivation cannot be accommodated by evoking an
alternative set of values (formerly not salient), either no
choice is made, or disillusion and abandonment may characterize
the psychological state of the individual.
Figure 14.1 presents schematically the procedure in our
proposed model of occupational choice viewed as a value
attainment process. The proposed model is in accordance with
sociological theory as it incorporates the structural factors,
and with psychological theory, as in the cognition and
socialization stages it allows for the inclusion of most
variables that have been hypothesized so far to bear on the
occupational choice process. In addition, this proposed model
can accommodate most developmental and personality factors that
have been employed in other theories of occupational choice.
In our study we examined some, not all, of the variables that
we assumed to have an immediate relevance to the examination of
occupational choice. More specifically, our investigation
included some elements pertaining to the macro level of analysis
(parental values) and others pertaining to the micro level of
Fig.3A.1:OccupationalChoiceasV lueAttainmentPro ess
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analysis (individual perceptions). A host of other variables can
be included in other applications of the model. We can mention a
few: personality characteristics, social learning skills,
normative expectations, structural and economic constraints,
attributions etc.
A more thorough examination of the immediate and remote
determinants of choice will provide new insight to guidance
practitioners, which may result into new approaches to
counselling. Social policy makers will also be able to isolate
the points where their proposed policies are at odds with the
perceptions of those to whom they are supposed to be addressed.
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Frequency Distribution of Occupational Categories Mentioned






Engineering (Mechanical, Chemical, Civil,
Aircraft etc) and Architecture.






































Note In the Engineering, Sciences, and Economics categories
a few subjects have specified occupations of non-university
level. All the occupations categorised under Business, Merchant
Marine, Crafts and Clerks are of non-university level. Only
subjects who mentioned teaching specifically have been
categorised under teaching and not those who mentioned Science




1. Why do people work?
2. What is the importance (or meaning) of work in people's
1ives?
3. Can a man's life be complete without work?
4. What else in life can be more important than - or equally
important to - work?
5. What aspects of work do you think that you will find annoying
when you will be a working person?
6. What aspects of work are you looking forward to?
7. What do you think can make a .job satisfactory?
8. Would you work if you didn't have to? (If you had lots of
maney f or e:; amp 1 e?)
B. Rewards of work
1- What would you like your job to offer you?
2. What would make you accept a job right away? What else?
3. What would make you reject a job right away? What else?
4. Suppose two different companies/organizations offered you
a) Two si mi 1 ar jobs
b) Two different jobs
What would make you decide?




1. What would you like to get in life?
2. What would you like to avoid in life?
D. Occupational choice
Some of the questions used for eliciting the occupations to be
rannk ordered and rated in terms of value attainment perception
were the following:
*
What job would you want to do more than anything else?
Is it something you are trying to attain the way things are now?
Would you take it if you were offered it?
Are there any problems in pursuing it?
What do you think this job can offer you?
What kind of job do you think you are heading to the way things
are? Can you give me two or three different jobs in order of
preference?
In what order are yog planning to put down the university
departments in your application form?
(For each occupational alternative):
What can this job offer you?
What do you think your chances are?
Is there anything that makes it more accessible? Any contacts,
anyone in the family?
Do you think you have the right abilities?
What problems do you think you will face?
What are the views of your parents?
What else do you think you might end up to?
What makes it easier?
What do you think this job can offer you?
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What is it it is not offering?
What are the good and bad aspects?
E. Parents
What is you father's job?
Is he satisfied?
Would you do your father's job?
Wfuit are the good and be*d aspects?
*
Do you think you will/are asked to continue this job?










A sense of accomplisnment
(lasting contribution)
A world at peace
(free of war and conflict)
A world of beauty
(beauty of nature and the arts)
Equality (brotherhood,
equal opportunity for all)
Family security






(freedom from inner conflict)
Mature love



























(standing up for your beliefs)
Forgiving
(willing to pardon others)
Helpful (working for





















Work Quiz Items, their abbreviated forms, their a priori classif ications, their
sifications on the three scales,and their loadings.
a priori scale load.
is important, to be in a job where everybody
ts promotion sooner or later
verybody gets promotion)
would like to work in the same line as
thers in the family
Same line as family)
is important that I feel my job is of real
lue to me and to society
Job of real value)
much prefer to work with a well-established
i respected organization
Prefer respected organization)
is very important that my pay allows for a
jh standard of living
Pay very important)
expect my job to provide me with the
jor satisfaction in my life
Job the major satisfaction)
ion't really mind what kind of work I
,as long as it keeps me going
3 long as it keeps going)
Like a job where you never have to flog
jurself
lever flog yourself)
n when what I do is enough,I feel
iasy if I think I could have done better
Jneasy if I could do better)
feel I haven't got much "say" in the
>ice of a job
kittle "say" in choice)
>nsions, social and medical benefits
I good holidays are very much the 3ort
thing that makes a job attractive to me
'ensins,benefits)
don't mind my job,it seems as good as
r other
)on't mind job)
don't mind giving up my own time to get a
> finished
Live up own time)
i my opinion it is best to have a job where
iryone can relax from time to time
Everyone relax)
lot of my friends get on with their work
hout thinking too much about it,and
t seems the best way to me
'riends think little)
wouldn't work if I didn't have to
wouldn't work but have to)
want a job that really gets the best out
me



































Like work where I can carry on doing the
t of things I enjoyed when I was a
igster
antinue as youngster)
■/ant my job to be challenging
int challenge)
a job is really interesting,I don't
i if it doesn't bring in a lot of
-y
iterest not money)
/ant to be very much personally involved
ay work
jrsonally involved)
im not interested in any job I would have
;hink about when the day's work is done
it think when done)
Like to work for somebody who will
iurage any amount of initiative
icourage initiative)
i only important thing about a job is to
: in pleasant surroundings with
indly people
irroundings and people)
lave known for a long time what work I
going to do
iown a long time)
rant a job that leaves me plenty of time
leisure
me for leisure)
ike to have a fair bit of say in my work,
I would hate to be in charge
in charge)
'ever good it was,I wouldn't accept a
that took me away from home
it leave home)
ant to work where I can have a lot of
lonsibilities
nt responsibilities)
rhose my job mainly on my parents'
ce
rents' advice)
m really a perfectionist about
ob
rfectioni3t)
is important to be in a job which other
le respect
hers' respect)
ruch prefer to be my own bo3s
own boss)


















^Responsibly Conunitted,TC=Traditionally Comfortable,PU=Passively Unconcerned
T6 eptoxnucLXoAdy io guto dnoxeAeU uepoc dud pad epeuvnx inri epya-
3. uou duocmouEL vd ^eidoei. txcog dvxiuextjni! £ouv oi. vdoi xpv epyaoic
l Tt uEpipdvouv dno auxri.
"OAec ol upoTTiaeue exouv uadapd EpEuvrixtud xc-PC-Hinpa uaC oi. duav-
3£t.G Sd xPncri-ViOTioi-nOouv pdvc yid vd yivEL yevLuri d£loAdyriori xfic
iariQ xcov 'EAArivuv veuv dnsvavxi. axriv epyo.aila.
napaxcxAcj 6ooxe xd napandxco oxoixelg, nou CnxouvxaL yia xouq " ±rfjQ
l pdvo oxof.ouq : a) lid pnopEi oe >cdOe axuyun vd duodEilPsi d dpeuvr)-
~ dxt xd oxocxeia tiou ouveAeEe 6dv eCvcil npo'Cdvxa xfig cpavxaoilac; xou,
iid uuopeoe i 6 EpEuvryxriS vd etilholvcovryae l uaAi pagi! aac oe UEpiuxto-
uou xpeiaoxouv oupuAriP«ua.xiKd oxoixelo. •.
"Ovopa MfUcWigT^C /Intu/Vuic Td£n A
tx)AE(P. T-C62 5 cj£




axo Tufjy.a ^"uxoAoyCac xou
IlavEu. xou 'EdipPoupyou
Ppya OEpatou 35-H. CdArypo
xnA.9311937
THE QUESTIONNAIRE: INTRODUCTION
Exd xprjpa nou dxoAouOeu Od (jpeuxe pepuxdg axeiiieuQ avapopuxd
xriv epyaata. Auxd nou £.n"reuxau and adg vol xavexe etvau va neuxe
n o u acpuov e u x e pd xaOe pud and xug npoxaaeug nou dxo-
jaouv. npdneu vd dxete un'oi|»r) oag dxu 6dv undpxouv acoaxeg n Aavda-
Iveg, uaAdg n Hauec . dnavx .'iae us . Auxo nou pexpa efvau t) duxri oag
opn •
AunAa ad xdOe npdxaan Oa 3d(.exe xov dpudpd 1 n 2 n 3 xAn.
i(;xi)va pd xriv napaxaxo xAupaxa :
1 = Eupcpoivai dndAuxa 4 = Auacpovci
2 = Eupcpoovco 5 = Auac^wvoj anoAuxa
3 = Aev pnopG vd dnocpaauaco
EPGI'HIlATOAOriO
Euvau dncxjdrinoxe oripavxuxo vd epydCeaau uanou dnou
dAou nau.ovoouv npoaycoydg dpya n ypriyopa.
bd f|CeAa vd oouAdCxo ad xdxu axexuxd pe auxd nou
xdvouv dAAa npoacona axriv ouxoyeveud pou.
Eivai aripavxuxo vd vudOu dxi i5) oouAeud pou ex£l a£ua,
xoao yud peva xov C6uo, oao xau yud xnv xouvcovua.
bd npoxiuouoa vd douAe^co ad pud dxaupeua fi opyavuapd
pd xaAri onp.ri Hail paxpoxpovri napddoari.
ECvau noAu anpavxuxd vd pnopo vd eOaocpaAdoa pe xo
puodd pou dva uyriAo 3i-oxuxd enunedo.
'EAnusco dxu i*i couAeud pou Od poO ocoae u xp peyaAuxepn
uxavonouncrrj axd| gur; pou.
Ad pd voud£eu ouauc.oxuxd xil eudoug douAeua Oa xavto,
yxaveu vd xd 3yd£co ndpo..
Ga pdeAa pud douAeud onou vd pri "axoxdveaau 11.
'Audpa hi dxav udvu pud douAeud xaAa, vudOo dvriouxCa
dxav axecpxopau oxu 3d pnopouaa vd xriv xavco xaAuxepa.
Nopu^a dxu is! exAoyn tou dnayyeApaxog 6dv etvau ano-'-
Auxa axd x^PLa pou.
*H auvxaEn,) n. uaTPOcpappaHeuxuxri nepu-daAgri, H aacpd-
Auon, ou duaxondg eCvau auxd nou pd xpa[3ouv ad
pud 6ouAeud.
Ad pe voua£ec xau xoao noAu xd eudog xfjg douAeudg.
Auyo noAu dAeg ou douAeudg euvau uoueg..
Adv pd neupddeu vd Ouaud£co and xdv dAeuOepo xpdvo
pou npoxeupdvou vd xeAeudaco pud 6ouAeud.
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2
= Euupovco dnoAuxa 4 = Aiaotovfi
= Zuucpovco 5 = Aicicrcjvoj dndAuxci
3 = Aev ] iTtopo vd anopaauoa)
nuaxeuo 6xl to huAuxepo civau vd exei-G ui-d SouAelg
nou vd utcopeig vd 5eHOupd'^eoau, vd xo-Aapdvris tioxe
TldTE .
IIoAAol dvOpoTiOL xd navE xaAa axri oouAEid xoue x"P<-C
vd iToAuvlgGovtgi yu'guxti.' Moo pailvExat dxi auxi*i
Etvau ^ uaAoxEpri xauxtHn.
"Av t£v nuoov dvavHcaix^voQ, bt 3d epyo.Cououv .
GdAco ui-d 6ouAEid nou vd uou Slvel xnv EunatpLa vd
aCjLOUOLto xlq Puvaxoxrixds uou.
GeAco oxt) OouAEid uou vd uTiopo vd auvexiau vd naveo
auxd nou uou dilvouv Euxapiaxriori xcopa nou elucu v£oq.
GeAoj n douAstd uou vd ud '''rcpouaAe i (vd uou 6riui-oup-
Yel fepEutauaxa).
"Av ij 6ouAEid £CvaL npa-YUOXixd evdicuoEpouaa, 6£ u'
£v6iap£p£i dv 6£v OYd^co noAAd xPnuaxa.
GdAa> vd exu ueYdAri npoacomnri ouuuexoxn axri oouAELd
uou.
Ae Od u'^vuLdpspE ULd OouAelg nou 3d u£ anaaxoAoOae
uai u^xd tig EPYaai-ueG wpeg.
6d n&EAa utd OouAEia nou vd EvOuppuvEt ndSs eC6oug
npaxopouAta.
To uovo nou uexpe. as ui-d OouAEid elvcil vd epycCe-
oaL ad Euxdpiaxo nEptpdAAov ue plAlhoug dvdpamouG
'And naAiu £dpco oe xl douAsid 3d KaxaArincd TEAixd.
o£Acj uud oouAEia nou vd uou. deprive i noAu eAeuOepo
XpdVo.
id fiOsAa vd excj noxE ndxE xo Aoyo axri oouAEid uou,
aAAa- 6£ Od u'dpEas vd exoj xriv dnoxAE laxLxri Euduvn.
"Oao xaAri xai vd elvcu, 6£ G£Au u<-d SouAEid nou vd
u£ TidpEi uo-upid dno xd anixi uou uai xov xduo uou.
b£Aco vd 6ouA£|&} xduou dnou vd exp noAAdg euGuveg.
ALaAEYo/6udAE|:a 'to £ndYYeAud uou xuplcog uexa dnd
auupouAn xdv yovlcov uou.
o£Aai vd xd xdva> dAa x£AEia axri OouAEid uou.
Elvat oriU^vTLxd vd SxeiG 2va EndYYeAuci nou vd a£~
3ovxa.i oi dAAoi .
Od rtpoTiuouoa vd eTucu dgsvxixd xou ep.uxou |iou.
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Exo xpnpct rcou dxoAouQet d :lxe tpeCxat vd yivei ptd AltoAdynon
iv "dELOv'* xns Eons hc.i! xne epyuoLaS; ware vd yilvet ptd exxtpnop
iv yevtxuv xaxeuQuvaeov xdv 'EAApvov vdov xcll ad uotd exxuan exouv
>us Cdtous oxonouc ri oxl pd xls ucAatoxepes yevtds n xous yoveic
>us.
Eds .exouv doQet duo deapildes ud xdpxes. *ii pta deapilda neptd-
:l peptxd dn6 rtuxd nou ovopdaxnKciv "dp ties Cons" nail n e.AAn peptxd
:o duxd kou dvpdaxnHuv "aptles dpyctailcts" • revtxd dnoxeAouv npdypaxa
>u. ol . dvOpouot dxxtpouv nail euLdtdxouv axri Con xous A axpv dpyaatla
ius .
Ol xdpxes dxouv dptOpnQEL xaxd dAfpaQntLxn aetpd, ytaxil xd xdQe
oixeUo cxel "tnv Cdia dEtlct. Auxd nou EnTeUxctL c.ti6 ads eCvc.t vd
tAexe xlq xdpxes xaQe deaptldas CexoPLOxa, pd xri aetpa anoudaLdxnxas
>u exouv yud ads xov Colo.
rtd xlq "dECes song" Od axecpxetxe xo.xd noLd aetpd onouddLOxnxcs
xdQe dpLO. dnoxeAel xuxeuQuvxripto axono axn Eon acts. rtd xls "dFtler
lyaaLas" Qc axetpxetxe ndao anpuvxtxri yta acts efvat 1s) xdQe pila duo
ixds crd axdan ud xpv dpyaailci yevLxd.
Auxo nou uexpd etvat xil daeCs 6 CGlos exxtpeixe uat dn.LQup.ELxe
.L oxl xl yevLxd OeopeuCxctL aoaxd fj dntQupnxo.
'Acpou QdAexe xd)v xdOe GeapLGc'. xctxd aeLpd anoudciLdxnxas Qd ypd-
xe axdv napaxdxo xdpo xous dptQuous xov xapxov, dnos xls dxE^e doe ls
•SLVopriaeL .



























































AECec Zcufjg ' At icq ' EpyaaCuQ
ipd ' 'Aptou- Kdpxag Seipd 'AptOu. Kdpxag
12n -









id finxacrn nioTcueLC 6xi udOe £va dn6 xd uupaudxcj fenciYY^Xucxxa Sd
Apdxei- A dd aou axepeu xlq napaudxco d^CeQ ;
XAlMAiCA
•lou Txapix^L xriv euxaipdc. va
xpaYUCixououAcKo "
L. MoO xnv Tiap^xt*- undXuxa
2. lioO xnv uap^xe'- ndpa noAu
3. Mou xnv nap^XEL tioXu
4. Mou xAv ixapdxei. Xcyo
Mou axepei xAv aCxoupici vd
npaYU^toaoL Aaco
5. I!o0 xi£ axepei Xiyo
6. Mou xlc axepei noXu
7. Mou xn axepei ucipa noXu
0. Mou xn axepei dndXuxa
EohilA EIIITYXIAE (Euviooopd ojd ouvoXo




















7TLVA (' AdeXcpoauvn / iaoxnxa eukuip.)
! i
IwfiMIKH ArJATMTPIEH (Eetiaaudc; - Oau- • i
; j






DPOIA (KaXXixexvixA hciC axn ouan)
ATMATIKK OIAIA (Euvxpocpixdxnxc.)
^IA ("fipuun uaxavdnon xAc C^As
lJAPLAEITiCH ZQh (Apaaxopidxnxu,
EPYn^LKOXnTu)




QVOVICI ; ExoAeuo :
3t,U tHTUCTTI Tl LOTE U£ L Q 5xt. HUOE Svu &Tl6 xd TTO.pa.HdX(J ^UaYY^^-UCtTa




L. MoO xriv Ttupixei-
i. MoO xr^v nupdxet
3. MoO TTiv uup^xei






HoO axepet xriv euxaiptla vd
npaYUCXTOTIO L t'iocj
5. MoO xtfv axepei Alyo
6. p.o0 xi*iv axepeu uoAu
7. MoO xi*iv axepei; ndpa noAu
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fKAIPIA NA EOHGQ AAAOYE
- 1
fKAIPIA UA KAMI rtlOPIMIEE
(XAPIETB ZflH ESQ AHO Th
3YAEIA ! i
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CHOICE SCALE FOR THE MEASUREMENT OF
"INTEREST", AND "S U R O U N D I N G s".
6a SiAXeya uia SouAeia :



























i 0a StaXeYa ulol SouAeia :
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Continuum with Verbal Anchorings tor the
I o o —\. '■>
) Measurement o -F Valence.
/ ^ t t S £> n t <X^>








n °Q«J 6 vi puxy K-O
Very -Important
* H I^CucTLi tdo
Important
|M i Kp vvj 6 i
O -F Little Importance
-^vfrSo*/
| Almost*tg> Uni mportant
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THE LIFE VALUES CARDS
1. AlieHMA EHITYXIAS
(Ivivnofopd 016 luvaXo)
2. ANEIEII ITH Z«H
(OIkovopik^I ivioii • turiM(pla)
3 AKTOI-BAIMOI
(AO i oi kt IMI° n)
4. EAEV0EPIA












(<Ppovtl6a yid t' dyattt^iiva
TipdouTio)
10. OMOPOIA








THE WORK VALUES CARDS
I. AlfAH 2. ANEIAPTHXIA 3- AIANOHTIKA EPEOIIMATA
. AYNATOTHTA flA nPOTOTYniA
KA1 WEYPETIKOTHTA
4. EAEY0EPIA KAAAITEXNIKHX
5. .AYNATOTHTEI flPOArorHX , EK*PAIHI
8" EniTYX1A " AHMIOYPHKOTHTA EYKAIPIA r,A TAEIAIA KA.
METAKINHIEIX
10. EYKAIPIA NA BOH0Q AAAOYX ij. fYKAIPIA NA KANO CNQPIMIEX 12, EYXAPIXTH ZOH Eifl Ano
TH AOYAEIA
14. KAAOI nPG-l'XTAMENOl
13. KAAH AMOIBH , , A . 15. IYN0HKEI EPCAIIAXI (r.aAt) AiolKT)on)
j I (irtpipdcAXoy - Avloiis - upapio)
16. nOIKIAIA
17. XTA0EPH, ItrOYPH AOYAEIA ^ zxhe(i me iynAAEA<POYI
